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ABSTRACT

The primary purpose of this study was to analyze Florida county
Extension 4-H coordinators and adult volunteer 4-H organizational lead
ers regarding the perceptivity of each group relative to the 4-H organi
zational leaders' understanding of selected 4-H program functions.
The above purpose evolved from a need to delineate, as finitely
as possible, certain consistencies and inconsistencies present in
selected 4-H relationships between 4-H coordinators and 4-H leaders
that may effect the maintenance and expansion of the volunteer leader
phase of the Florida 4-H program.

The primary purpose, and secondary

purpose of examining role definitions and personal characteristics, were
particularly important in obtaining data essential to the development
of more effective training programs.
Two similar, but separate, mail questionnaires were respectively
sent to a population of 66 county Extension 4-H coordinators and a
stratified random sample of 292 adult volunteer 4-H organizational lead
ers throughout Florida in 1972.

Useable returns were received from 63

4-H coordinators and 183 4-H leaders.
of three sections as follows:

The questionnaires were composed

a list of 50 jury-selected 4-H program

functions, which were subjected to a scale of dual understanding, that
were identical in both groups of questionnaires; two role questions
that included a role definition scale that was the same in both groups of
questionnaires; and 12 questions about personal characteristics that dif
fered in content considerably between the two sets of questionnaires.
xii

The returned data were subjected to several sorting and arraying
procedures, transferred to code sheets, and key punched onto processing
cards in preparation for computer processing and analyses.

Analysis of

variance, Chi-square tests, correlation analyses, and frequency distri
butions were used in varying degrees to assess various differences and
relationships within the design framework of this study.

Three null

hypotheses were developed and utilized to guide the major portion of the
investigation and to increase the likelihood of more precise results.
A real difference was found between the understanding that 4-H
coordinators believed 4-H leaders had and the understanding they believed
leaders needed in the vast majority of the selected 4-H program func
tions.

There was also a real difference shown between the understanding

that 4-H leaders believed they had and the understanding they believed
they needed in a vast majority of the 4-H program functions.

Both the

4-H coordinators and 4-H leaders felt that 4-H leaders needed more of an
understanding than they had of the 4-H program functions.
There was no real difference shown between the understanding that
4-H coordinators believed leaders had and the understanding that leaders
themselves believed they had in the majority of 4-H functions.

However,

there was a real difference between the understanding that 4-H coordina
tors believed 4-H leaders needed and the understanding that leaders them
selves believed they needed in a majority of the 4-H functions.

The 4-H

coordinators believed the leaders needed more understanding than the
leaders felt was necessary in every case.
xiii

The 4-H. coordinators’ and 4-Ii leaders' respective 4-H Club role
definitions more closely agreed when each defined their own role than
when they tried to perceive how each would define the others' role.
However, the 4-H coordinators and 4-H leaders closely agreed that the
4-H leader had responsibility for conducting most of the community 4-H
Club program with some assistance provided by the 4-H coordinator.

xiv

CHAPTER I

INTRODUCTION

The Florida 4-H Program
The youth phase of the Florida Cooperative Extension Service is
known as the 4-H Youth Development Program and is more commonly referred
/

to as the Florida 4-H Program.

The Florida 4-H Program is designed to

provide learning experiences which help rural and urban young people
develop understandings, attitudes, and skills that enable them to become
more effective citizens in a democratic society.

The uniqueness of 4-H

is its commitment to helping young people in relation to their needs,
interests, and problems through an informal and highly flexible educa
tional process.

The 4-H program strives to build constructive attitudes

toward education by providing youth with opportunities to learn that
education is practical as a means of problem solving, offers much
personal satisfaction, and can be fun.
Projects, activities, and special events are the basic educa
tional tools used in 4-H programming to help young people, 9 through 19
years of age, engage in constructive learning experiences.

Counsel and

guidance on project selection and participation in activities and events
are provided by Extension professionals and experienced adult volunteer
4-H leaders.

Membership in 4-H is free and voluntary and participation

may occur on an individual or group basis depending upon the needs and
interests of members as well as their places of residence.
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There are presently 7,241 boys and 13,676 girls which comprise a
total of 20,917 members in the Florida 4-H Program (7, p. 2).

The aver

age age of the Florida 4-H'er steadily decreased during the four years
preceding 1972; however, a sizeable increase in participation by older
youth has currently boosted the average age to 12.1 years (Table 1).
Prior to 1964, the Florida 4-H Program was administered through
two separate but cooperative divisions of the State Extension Service.
The State Boys' 4-H Staff was located at the University of Florida and
reported to the Director of Extension.

The State Girls' 4-H Staff was

located at Florida State University and reported to the State Home
Demonstration Agent.

Two separate and distinct specialist staffs at

each location provided subject matter materials for the respective Boys'
and Girls' 4-H Programs within this dual administrative and organiza
tional framework.

In 1964, the two separate administrative divisions

were combined, and the Florida State University Extension staff was
moved to the official headquarters for the Florida Cooperative Extension
Service at the University of Florida.

Thus, the State 4-H Staff was

combined into a single departmental unit and, after a series of judicious
reorganizational adjustments, is currently responsible to the Assistant
Dean of Human Resources Development, who is responsible to the Associate
Dean and the Dean of Extension respectively (Figure 1).
Another major change that occurred in 1964, which had a profound
effect on the Florida 4-H Program, concerned the removal of 4-H Club
meetings from the public school system.

Prior to this policy change,

the vast majority of 4-H meetings throughout the state were conducted
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TABLE 1
A COMPARISON OF FLORIDA 4-H MEMBERSHIP BY TOTAL MEMBERS PER
AGE GROUP, TOTAL MEMBERS PER YEAR, AND AVERAGE AGE
OF MEMBERS PER YEAR FOR THE FISCAL YEARS
1968-1972, INCLUSIVE3

Age

1968

1969

1970

1971

1972

9

1,284

2,216

2,950

2,283

2,755

10

3,736

3,640

3,841

2,856

2,980

11

3,835

3,792

4,130

2,962

3,531

12

3,221

3,472

2,877

2,740

3,381

13

2,301

2,727

2,319

2,263

2,806

14

1,772

1,891

1,796

1,690

2,296

15

1,273

1,341

1,187

1,165

1,328

16

942

920

879

842

894

17

557

515

525

479

549

18

206

215

187

167

309

19

48

86

110

41

88

Total

19,175

20,815

20,801

17,488

20,917

Average

12.137

11.998

11.848

11,355

12.111

aFiscal year begins July 1, and ends June 30.

FIGURE 1
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in school, during school hours and by professional Extension personnel.
There were very few 4-H adult volunteer leaders, and many 4-H'ers were
members only because their school teachers sometimes made 4-H Club
attendance a mandatory requirement.

The immediate result of this policy

change was reflected by sharp membership decreases throughout the state
and intensive statewide volunteer leader recruitment and training
programs.
Extension agents were further instructed to develop county 4-H
advisory committees for the purpose of customizing the county 4-H
programs to fit the needs of the respective communities therein.

These

committees consisted of experienced 4-H adult volunteer leaders who
provided innovation and legitimazation regarding certain program and
policy decisions concerning the county 4-H program.

Extension profes

sionals throughout the state continuously prepared volunteer leaders
for the task of planning and conducting community 4-H Club meetings and
selected 4-H activities and events.
In 1969, an extremely significant policy innovation designated
one Extension professional in each of the state's counties as the
official 4-H Coordinator and spelled out their respective duties and
lines of authority.

The establishment of a 4-H Coordinator in each

county was an important move toward increased operational efficiency at
all levels of the Florida 4-H Program.
The 4-H Coordinator is the person in the county who is charged
with the responsibility of organizing, coordinating, and directing the
total county 4-H program.

He or she is the person to whom the County

6

Extension Director looks for primary leadership of the 4-H program
within the county.

The 4-H Coordinator may be a County Extension

Agent or an Extension Home Economics Agent.

In single agent counties,

the County Extension Director is also the 4-H Coordinator, unless a
cross-line arrangement exists.

The 4-H Coordinator position may be

full-time or part-time, depending upon the individual county situation.
The term "4-H Coordinator" is not part of an agents' official title.
The County Extension staff comprise a staff advisory committee
to assist the 4-H Coordinator in addition to and separate from the lay
advisory committees.

The purpose of this staff committee is to help

determine means and methods of implementing the 4-H program as developed
by the 4-H Coordinator with the assistance of the 4-H lay advisory
committees.

Requests for assistance by the 4-H Coordinator to other

agents must be of a specific nature in contrast with asking other agents
to "be in charge" of certain broad areas or phases of the 4-H program.
In all cases the 4-H Coordinator is responsible for initiating
the implementation of all phases of the 4-H program.

However, the

Coordinator is encouraged to counsel with other Extension professionals
as is deemed to be in the best interest of the 4-H program.

An extremely

important premise inherent in Florida 4-H policy is that all Extension
personnel have a responsibility to the 4-H program, not only in their
respective area of training and capability but also in the interest of
the overall success of the 4-H program as an integral part of the total
Extension program.
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There are 66 county 4-H Coordinators and one Seminole Indian
4-H Agent in Florida.

There are 28 women and 39 men of which 20 are

County Extension Directors, 12 are Home Economics Program Leaders, and
35 are Assistant County Extension Agents (9, p. 3-10).

The 4-H Coordi

nators all have academic degrees in their respective professional
disciplines, and many have advanced degrees at the masters' level.
The University awards a rank classification to Extension pro
fessionals based on tenure and merit beginning with a classification of
rank I and progressing to the highest possible grade of rank IV.
rank distribution among 4-H Coordinators is as follows:

The

23 hold a rank

I classification; 35 are classified as rank II; 9 have a rank of III;
and there are none classified in the highest rank IV category.

The

state is geographically divided into four Extension Supervisory dis
tricts (Figure 2) and ten 4-H Districts (Figure 3) to facilitate organi
zational logistics and program development.
The Florida State Extension Management Information System
(SEMIS) shows that in 1972 a total of 73,876.61 mandays were expended
by all county Extension professionals in the pursuit of their respective
program objectives and goals.

A total of 14,915.34 mandays was charged

to 4-H which means that county Extension professionals spent 20.19 per
cent of their time doing work they charged to 4-H (8, p. 25).
In 1972, the prevailing policy of conducting 4-H programs out
side of the public schools was amended so as to allow 4-H Coordinators
the option of developing 4-H clubs within school systems where such an
arrangement was deemed desirable by the officials concerned.

This

8

FIGURE 2
FLORIDA COOPERATIVE EXTENSION SERVICE
SUPERVISORY DISTRICTS, 1972

©

GEOGRAPHIC DESIGNATIONS
West Florida
West Coast Florida
Central Florida
East Coast Florida
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FIGURE 3
FLORIDA COOPERATIVE EXTENSION SERVICE
4-H DISTRICTS, 1972

©

©
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important change made it possible for counties to officially utilize
school systems, in addition to family oriented community organizations,
as structural vehicles for conducting 4-H programs.

The principle

difference between the new opportunity to utilize school systems and
the use of the school system prior to 1964 is that now 4-H adult volun
teer leaders must be utilized rather than 4-H Coordinators where school
4-H Clubs come into existence.
The Florida Cooperative Extension Service has become well aware
of the outstanding performance that 4-H adult volunteer leaders have
provided in support of the State 4-H Program.

The statement, "Leaders

are the backbone of our youth program.", has often been used by Exten
sion personnel to vividly portray the importance of these men and women
regarding their unique contribution to the success of the total 4-H
program.

They donate endless hours of time and versatile human exper

tise to the 4-H cause, and 4-H is indebted to them for these and other
invaluable contributions.
The Florida 4-H adult volunteer leader component of the State
4-H Program consists of 808 men and 2,098 women, which is a total of
2,906 leaders distributed throughout the state and in all counties,
except Monroe County in which there is no Extension program (Table 2).
This total leader component may be subdivided into five program cate
gories of local leaders as follows:
1.

Organizational leaders who work directly with 4-H members
and who have responsibility along with the members for
organizing, planning, and conducting local 4-H programs.
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TABLE 2
FLORIDA 4-H ADULT VOLUNTEER LEADER
DISTRIBUTION BY COUNTIES3

4-H Adult Volunteer Leaders
County
Alachua
Baker
Bay
Bradford
Brevard
Broward
Calhoun
Charlotte
Citrus
Clay
Collier
Columbia
Dade
DeSoto
Dixie
Duval
Escambia
Flagler
Franklin
Gadsden
Gilchrist
Glades
Gulf
Hamilton
Hardee
Hendry
Hernando
Highlands
Hillsborough
Holmes
Indian River
Jackson
Jefferson
Lafayette
Lake
Lee
Leon

Men

Women

Total

Percent

12
5
13
11
33
19
2
6
11
1
5
25
1
1
39
22
14
4
25
12
9
6
3
8
3
2
23
3
6
41
25
2
17
3
7

33
13
40
13
294
31
8
4
23
20
9
14
98
6
8
42
28
9
13
68
23
9
16
14
13
1
7
73
20
6
59
42
9
25
15
20

45
18
53
24
327
50
8
6
29
31
10
19
123
7
9
81
50
23
17
93
35
18
6
19
22
16
3
7
96
23
12
100
67
11
42
18
27

1.54
.61
1.82
.82
11.18
1.71
.27
.20
.99
1.06
.34
.65
4.23
.24
.30
2.78
1.71
.79
.58
3.19
1.20
.61
.20
.65
.75
.55
.10
.24
3.30
.79
.41
3.44
2.30
.37
1.44
.61
.92

12

TABLE 2 - Continued
4-H Adult Volunteer Leaders
County
Levy
Liberty
Madison
Manatee
Marion
Martin
Nassau
Okaloosa
Okeechobee
Orange
Osceola
Palm Beach
Pasco
Pinellas
Polk
Putnam
St. Johns
S t . Lucie
Santa Rosa
Sarasota
Seminole
Sumter
Suwannee
Taylor
Union
Volusia
Wakulla
Walton
Washington
Total

Men

Women

Total

Percent

3
2
9
22
22
8
2
5
3
31
1
62
10
10
21
2
22
12
6
4
7
15
10
9
6
13
7
2
63

33
15
30
20
42
17
12
35
6
73
17
117
25
48
54
17
44
28
18
21
65
12
13
21
5
61
8
50
65

36
17
39
42
64
25
14
40
9
104
18
179
35
58
75
19
66
40
24
25
72
27
23
30
11
74
15
52
128

1.23
.58
1.34
1.44
2.20
.85
.48
1.37
.30
3.57
.61
6.60
1.20
1.99
2.58
.65
2.27
1.37
.82
.85
2.47
.92
.79
1.03
.37
2.54
.51
1.78
4.40

808

aJuly 1, 1971 - June 30, 1972

2,098

2,906

100.00
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There are 1,065 leaders of this type; 215 men and 850
women.
2.

Project or subject matter leaders who work directly with
4-H members in planning and teaching the subject matter
for a project or activity over a period of several weeks or
months.

There are 979 leaders of this type; 231 men and

748 women.
3.

County or area project or organizational chairmen who
assume responsibilities for planning and teaching subject
matter through the project or subject matter leaders or
who assist in developing 4-H programs or 4-H clubs, pri
marily in cooperation with organizational leaders.

4.

are 135 leaders

of this type; 44 men and 91 women.

Leaders serving

as advisors, key resource persons, and

activity leaders not fitting the above categories.

5.

There

There

are 607 leaders

of this type; 223 men and 384 women.

Leaders serving

on 4-H advisory committees, local sponsor

ing committees, parent committees, and 4-H representatives
on county Extension councils who do not, in these capaci
ties, work directly with youth but do work in behalf of the
general 4-H program.
339 men and 547 women.

There are 886 leaders of this type;
These figures omit duplications due

to the same person serving as a leader in more than one
leadership category.
The situation regarding the Extension youth professional, the
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lay leader, and the 4-H environment in which they interact implies that
there is a wealth of potential opportunity for expansive development of
the Florida 4-H Adult Volunteer Leader Program.

Another opportunity of

important consequence evolves from conditions which enable young people
who are presently 4-H members and those youth with potential interest
in the 4-H programs to have the following resources at their disposal:
1.

Almost unlimited project and activity opportunities avail
able in agriculture, home economics, and related areas.

2.

High level of subject matter competencies to provide pro
fessional leadership and educational aids.

3.

Uniqueness of Extension organization that facilitates the
staffing of sixty-six county Extension offices with Univer
sity of Florida faculty.

4.

Continuous private and public support for community, county,
district, state, and national 4-H programs.

5.

Adult volunteer leaders who contribute time and talent in
community, neighborhood, and project clubs as well as
special interest groups in rural and urban areas.

6.

Camping facilities available through five state 4-H camps
geographically located throughout Florida with staffing and
living accomodations at each for 120 to 180 participants.

7.

Flexibility of 4-H organization and subject matter to serve
youth regardless of race, color, creed, or socio-economic
level.
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The Florida Cooperative Extension is an extremely complex
organization that places a high value on the personnel it employs and
the clientele it serves.

Basic to Extension organizational philosophy

has been the concept that education is the production of change in
human behavior, that people "Learn by Doing", that educational activi
ties should start where the people are, that such activities should
develop from the needs and interests of people, and that satisfaction
comes from situations that promote success.

The Florida 4-H Program is

a catalytic educational agent within this organization and is poten
tially capable of educational feats much greater than have heretofore
been realized.
A large portion of the solution to successful improvement of
present and future 4-H programs appears to hinge somewhat on a more
thorough understanding of the relationship between the 4-H Coordinator
and the 4-H adult volunteer leader.

This relationship is of primary

importance and concern within the 4-H organization because of its
direct impact on the successful accomplishment of vital educational
goals and objectives of 4-H.

Statement of the Problem
The Florida 4-H Program is beset with the usual variety of
problems that customarily occur in bureaucratic organizations.

Such

problems as over-extended spans of control, chain of command bypasses,
disunity of control, and profuse amounts of paper work are typical and
difficult to cope with (5, p. 432-39).

Aside from these typical
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problems, which may be found in a cross section of the bureaucratic
Extension organization, there is a highly complex assortment of problems
that are unique to 4-H.

Some of these problems which have had an

adverse effect on the Florida 4-H Program are as follows:
1.

There is an extremely limited availability of adequately
trained professionals who are inclined to focus their
attention on the job to be done with youth rather than the
work involved.

2.

The negative image that some of the radical and militant
youth groups and individuals have created for youth in
general, has caused potentially outstanding youth profes
sionals and volunteer leaders to direct their interests
and talents away from youth oriented programs such as 4-H.

3.

Most men 4-H Coordinators are plant or animal science
graduates, and the women 4-H Coordinators usually hold
degrees in home economics.

The 4-H Coordinator is rarely

well versed in the behavioral science and education
disciplines.

Consequently, many of the 4-H Coordinators

are at a disadvantage in dealing knowledgeably with the
developmental and behavioral characteristics of youth, as
well as the resulting influence such characteristics may
have on the development and implementation of effective
youth programs.
4.

Although 4-H Coordinators have a multitude of educational
tools at their disposal for solving problems, they some
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times get frustrated when confronted with situations too
vacillating or confusing to permit the discovery of their
meaning.

Sometimes they hesitate too long before request

ing assistance from staff specialists.
5.

The ratio of girls to boys in the 4-H program is approxi
mately two to one.

This imbalance seems to have an adverse

influence on the outcome of many 4-H activities and events
which do not function well under conditions that include
such an inequitable ratio of girls and boys.
6.

A great deal of the financial support for statewide 4-H
programs that commercial and private organizations, groups,
and individuals have provided in the past is being curtailed
due to a variety of factors such as budget trimming, decreas
ing tax loopholes, and increasing disenchantment with radi
cally militant youth.

7.

Although a relatively large proportion of Extension's
personnel and financial resources have been directed toward
the development and implementation of an extensive 4-H
Adult Volunteer Leader Program, there is still a great deal
to be desired in terms of satisfactory results.

The

Extension Service, as well as the taxpayer, expects and is
entitled to a more favorable return on such an investment.
Since this study deals with an analysis of the perceptiveness
of County Extension 4-H Coordinators and 4-H adult volunteer organiza
tional leaders in delineating the organizational leaders' understanding
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of selected program functions and role expectations, more specific
details of the problem will be elaborated upon at this point.

The

organizational 4-H leaders were specifically selected for study, instead
of leaders from another or all of the five adult volunteer leadership
categories, because they are the organizational keystone upon which the
"grassroots" success of the total program depends and are relatively
well distributed throughout the state and its four Extension supervisory
districts (Table 3).

The 4-H adult volunteer organizational leader will

hereafter be referred to in the text of this study as "4-H leader," and
the County Extension 4-H Coordinator will be called "4-H coordinator."
The 4-H coordinators are charged with the responsibility of
recruitment, training, utilization, and support of the 4-H leaders.

The

4-H leaders in turn are primarily responsible for the recruitment,
training, utilization, and support of 4-H members.

Much of the success

for the overall 4-H program hinges on the symbiotic nature and balance
of these professional and lay leadership counterparts.

The 4-H coordi

nators and leaders must work as a team and permit themselves the luxury
of empathetic understanding and interdependency.
Many 4-H coordinators seem to spend an inordinate amount of time
being overly concerned about problems they can't change at the expense
of problems they can influence.

Some of the problems that can be influ

enced that are in desperate need of attention relate directly to the 4-H
coordinators' responsibility to the 4-H leader.

These problems may be

more readily perceived when viewed within the context of the following
concerns:
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TABLE 3
FLORIDA 4-H ADULT ORGANIZATIONAL LEADER DISTRIBUTION
BY COUNTIES AND EXTENSION SUPERVISORY DISTRICTS3

4-H Adult Organizational Leaders
County
Bay
Calhoun
Escambia
Franklin
Gadsden
Gulf
Holmes
Jackson
Jefferson
Leon
Liberty
Okaloosa
Santa Rosa
Taylor
Wakulla
Walton
Washington
Total: District 1
Charlotte
Citrus
Dixie
Gilchrist
Hamilton
Hernando
Hillsborough
Lafayette
Lee
Levy
Madison
Manatee
Pasco
Pinellas
Sarasota
Suwannee
Total: District 2

Men

Women

Total

Percent

4
7
4
2
1
3
5
3
4
3
2
5
1
1
3

12
8
14
11
18
18
8
9
18
10
21
13
18
2
10
4

16
8
21
15
20
1
21
13
12
22
10
24
15
23
3
11
7

1.50
.75
1.97
1.41
1.88
.09
1.97
1.22
1.13
2.07
.94
2.25
1.41
2.16
.28
1.03
.66

48

194

242

22.72

2
3
1
2
7
2
1
1
4
1
7
5
2
8

2
12
6
5
5
1
40
9
8
7
17
15
17
23
7
12

4
15
6
6
7
1
47
11
9
8
21
16
24
28
9
20

.38
1.41
.56
.56
.66
.09
4.42
1.03
.85
.75
1.97
1.50
2.25
2.63
.85
1.88

46

186

232

21.79
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TABLE 3 - Continued
4-H Adult Organizational Leaders
County
Alachua
Baker
Bradford
Collier
Columbia
DeSoto
Glades
Hardee
Hendry
Highlands
Lake
Marion
Orange
Osceola
Polk
Sumter
Union
Total: District 3
Brevard
Broward
Clay
Dade
Duval
Flagler
Indian River
Martin
Nassau
Okeechobee
Palm Beach
Putnam
St. Johns
St. Lucie
Seminole
Volusia
Total: District 4
Total: State

Men
13
4
3

Women

Total

Percent

9
9
-

28
5
5
5
13
5
9
5
2
3
15
33
35
7
20
12
2

41
9
8
5
18
5
18
7
2
3
18
42
45
7
29
21
2

3.85
.85
.75
.47
1.69
.47
1.69
.66
.19
.28
1.69
3.94
4.22
.66
2.72
1.97
.19

76

204

280

26.29

3
3
5
3
7
1
4
1
2
6
2
5
3

40
15
11
51
17
3
4
13
8
4
32
12
14
16
11
15

43
18
16
54
24
4
8
14
10
4
38
14
19
16
11
18

4.04
1.69
1.50
5.07
2.25
.38
.75
1.31
.94
.38
3.57
1.31
1.79
1.50
1.03
1.69

45

266

311

29.20

215

850

1,065

100.00

-

5
9
2
3
9
10
-

-

aJuly 1, 1971 - June 30, 1972
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1.

How much volunteer work can and will a 4-H leader do for
4-H?

2.

What are the main "roadblocks" a 4-H leader contends with in
attempting to perform a 4-H leader role?

3.

What does the 4-H coordinator perceive as the essential
needs of the 4-H leader and how do these perceptions relate
to the real needs of the 4-H leader?

4.

Where does the 4-H leader see dangers and other pitfalls
regarding the 4-H program to which the 4-H coordinator is
blind?

5.

What do 4-H coordinators do that wastes the 4-H leader's
time without contributing to their effectiveness?

6.

How effectively do 4-H coordinators and leaders communicate
with each other?

The problem basic to this study which evolves from the preceeding considerations deals primarily with certain inadequacies in the
working relationships between 4-H coordinators and 4-H leaders in the
Florida 4-H program.

What are the crucial differences of understanding

among and between these individuals and groups that contribute to a
prolonged hinderance of the 4-H program's total fruitive development?
The crux of the problem is manifested in certain coordinator-leader
behavioral and program orientations which seem to create and maintain a
spectrum of disruptive forces within the 4-H program.

Some of these

orientations are carefully examined in this study in order to reveal the
true nature of their impact on 4-H.
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Objectives of the Study
The primary objective of this study was to delineate as finitely
as possible certain consistencies and/or inconsistencies present in
selected 4-H relationships between Florida 4-H coordinators and 4-H
leaders that expedite and/or inhibit maintenance and expansion of the
leader phase of the Florida 4-H Program.

Since the 4-H organizational

leader represents the mainstay of the total leader program, it is
essential that we better understand their needs, attitudes, and
problems.

Also, it is imperative that these key persons be expedi

tiously supported with the best educational techniques and materials
available to Extension.

Although the emphasis here seems to be on the

4-H leader, the importance of concern for the needs, attitudes, and
problems of the 4-H coordinator is explicit in this study.
The secondary objective of this study was to develop additional
documentary evidence based on sound research findings to facillitate
the state 4-H staff in developing and implementing more effective
programs for Florida 4-H coordinators and 4-H leaders.

There has been

a great deal of research conducted in other states regarding a variety
of specific 4-H problems.

However, until this time, there has never

been a formal scientific study conducted specifically relating to
Florida 4-H coordinators and 4-H leaders.

Therefore, the state 4-H

staff has been at a definite disadvantage in dealing more knowledgeably
with coordinator-leader problems peculiar to the Florida 4-H Program.
Since the structure for specialized training of 4-H coordinators and
4-H leaders by the state 4-H staff already exists, much of the informa
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tion obtained from this research study is already being utilized by the
individuals and groups for which it was specifically intended.
Another important objective of this study was to create an
increased awareness among 4-H coordinators and 4-H leaders that Exten
sion administration, supervision, and state 4-H staff are genuinely
concerned about the 4-H needs, problems, and attitudes of its profes
sional and lay representatives on the 4-H "firing line."

Since this

study involved all of the 4-H coordinators and several hundred 4-H
leaders, it was tantamount to prima facie evidence that the "front
office" was seeking constructive solutions from the people closest to
the problems.

This was the first time in the history of Florida 4-H

that a segment of the 4-H lay leadership had been invited to formally
record and share their opinions in a statewide survey conducted by the
Florida Cooperative Extension Service.

Although this study was planned

to investigate certain coordinator-leader understandings about selected
4-H program functions, it was also utilized as a method of improving
human relations between the state 4-H staff, 4-H coordinators, 4-H
leaders, and others.
Finally, there was an economic factor implicit in the purpose
of this study.

The Florida 4-H Program, like any other governmental

program, is subject to constant and incisive scrutiny by individuals
and groups throughout the state.

Some of these observers have found

4-H to be somewhat vulnerable in the area of cost and return.

For

example, some boards of county comissioners and other public spirited
groups and individuals have been quick to notice that certain county
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4-H programs appear to be considerably lacking in the production of 4-H
results, i.e., increased youth participation, improved program offer
ings, achievement of worthy objectives, etc., that are commensurate with
the various financial inputs provided by governmental and private
sources.

Since fiscal policies can generally be defended best in the

light of highly efficient programs, this study took on added signifi
cance as a likely means of discovering more effective ways of minimizing
"lost motion" by maximizing human resources.

Definition of Terms
Definitions are given to provide a more precise meaning and
clarity of understanding regarding the material presented.

The follow

ing are definitions of certain terms that are defined in relation to
their use in this study:
Florida Cooperative Extension Service designates an organization
cooperatively sponsored by local Boards of County Commissioners, the
State of Florida through the Land-Grant University (University of
Florida) and the Federal Government through the United States Department
of Agriculture for the purpose of providing Florida citizens informal
education in agriculture, home economics, youth, and related subjects
(10, p. 20).
Florida 4-H Program designates the youth phase of the Florida
Cooperative Extension Service involving boys and girls between the ages
of 9 and 19 inclusive in an organized educational program.
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State 4-H Staff refers to professional members of the Florida
Cooperative Extension Service who are responsible for developing pro
grams and training Extension agents and lay leaders in the youth phase
of the Extension Service.
County 4-H Coordinator refers to the designated professional
representative of the Florida Cooperative Extension Service in each
county within the state who is responsible for overall development and
coordination of the county 4-H program.
Organizational 4-H Leader refers to adult men and women residing
in each county in the state who volunteer to work directly with 4-H
members and who have responsibility along with the members for organiz
ing, planning, and conducting local 4-H programs.
Program Functions refer to various subjects and responsibilities
within the purview of the overall 4-H discipline that are customarily
embraced and/or performed by competent organizational 4-H leaders as a
means of attaining those educational objectives of the 4-H program which
may be favorably influenced by such leaders.
Understanding refers to the general power of comprehension
(ability to grasp meaning) an individual has to make experience intelli
gible by applying concepts and categories to achieve a clear or complete
idea of something (3, p. 12-17).
Role refers to a set of expectations or evaluative standards
applied to an incumbent of a particular position (4, p. 60).
Prescribed Role refers to the system of expectations which exist
in the social world surrounding the occupant of a position— expectations
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regarding his behavior toward occupants of some other position
(2, p. 175).
Role Consensus refers to the agreement of individuals in relation
to role.
Social Interaction is the dynamic aspect of behavior that is
manifested through acts which are interpreted as "real life" expressions
of norms and roles induced by stimulation and response between individ
uals (1, p. 6-7).

The interaction process may be instigated between

individuals or groups by means of mutual intention, intention of
initiating party, external coercion, and fortuitous circumstance
(6, p. 369-71).
State Extension Management Information System (SEMIS) refers to
a planning and reporting system which has been in effect with the
Florida Cooperative Extension Service since 1969, and includes a plan
of work, plan of work projection, an activity report, and a progress
report.
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CHAPTER II

REVIEW OF LITERATURE

Introduction
There has been a great deal of research study conducted in the
field of leadership.

However, most of the research that has focused on
l

the leadership of 4-H volunteer leaders and Extension 4-H agents has
been carried out by the Land Grant Colleges and the Cooperative Exten
sion Service of the United States Department of Agriculture.

The

results of such research has challenged many professional Extension 4-H
workers and 4-H lay leaders to examine more carefully their objectives,
program planning techniques, and bases for recognizing accomplishments.
Some of this research offers points of view, generalizations, and a
background of basic data upon which assumptions have been developed for
this study.
This review of literature will be presented from three of the
major viewpoints that have been emphasized in studies of 4-H leadership,
namely (1) functions and needs of 4-H leaders, (2) leadership success
and satisfaction, and (3) leadership by Extension professionals.

Since

it would be impractical, and probably impossible, to incorporate all of
the studies pertaining to the above viewpoints into this study, only
those studies which, in the author's opinion, illustrate a particular
point of relevancy and scientific methodology are included.
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Functions and Needs of 4-H Leaders
The functions of volunteer leaders were examined by Clayton and
the findings of the investigation revealed that the tasks of helping
4-H members with projects and records, arranging details of 4-H Club
meetings, and enrolling 4-H Club members were what, the leaders spent
the majority of their time doing (2, p. 17).

A similar study conducted

by Shinn and Hatch found that explaining the goals and objectives of the
4-H Club program, learning the needs and interests of youth, and
developing community and parental cooperation were tasks which the
leaders were called upon most frequently to perform (5, p. 19).

These

same tasks were also emphasized by Joy in an examination of the problems
of 4-H local leadership in Illinois (3, p. 5).
Krech explored the roles of 132 organizational 4-H leaders in
23 Minnesota counties and found the six organizational responsibilities
identified by the leaders to be ranked in the following descending order
by mean weighted score (21, p. 33-35):
1.

See that the club officers send all required reports to
county office on time.

2.

Assist club planning committee with developing yearly
programs.

3.

Help the club determine group goals.

4.

Be contact person for club with county office on general
club matters.

5.

Assist

in keeping club enrollment list up to date.
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6.

Avoid duplication or confusion of leader responsibilities
in club.

An extensive survey of 225 4-H leaders in 14 Tennessee counties
was directed by Lambert to determine the tasks 4-H leaders performed,
to obtain leaders' and Extension agents' opinions concerning the tasks
that should be performed by 4-H leaders, and to determine the opinions
of 4-H leaders and agents concerning the qualifications of leaders to
perform 55 selected tasks.

Some of the conclusions arrived at are as

follows (22, p. 82-83):
1.

Adult 4-H leaders felt qualified to perform and felt they
should perform more tasks than they actually performed.

2.

There was little agreement between agents and leaders con
cerning tasks leaders should perform and tasks leaders were
qualified to perform.

3.

Leaders' expectations or beliefs concerning the tasks they
should perform influenced the number of tasks actually
performed.

Those who believed they should perform more

tasks generally did so.
4.

Agents might have been reluctant to involve leaders because
of their (agents) strong feeling that leaders were not
"adequately trained."

5.

The number of 4-H leaders per county did not significantly
influence the number of tasks performed by the leaders.

Barkeim examined the training needs of leaders of older 4-H Club
members in four Minnesota Extension districts and discovered that over
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40 percent of the 134 adult leaders Involved designated the following
tasks, which are listed in order of descending importance, as
"extremely important" (14, p.

62-65).

1.

Getting parent cooperation

2.

Helping with demonstrations

3.

Planning 4-H events

4.

Helping with projects

5.

Planning community service projects

6.

Helping with exhibits

7.

Holding group discussions

Johnson and Sollie conducted studies of volunteer adult 4-H
leaders in Mississippi to determine felt training needs.

The primary

concern of the respondents was obtaining and keeping parent cooperation
in 4-H Club work.

Also ranking high on the list was the matter of

effective incentive programs.

The basic purposes of 4-H Club work

ranked very low as a felt need because either the leaders received
adequate training concerning such purposes, the program purposes were
generally known, or leaders did not recognize the value of such
information (11, p. 169-70).
Liveright believes that an effective program for leaders must
take into consideration the' "styles" of leadership and suggests two 4-H
groupings that fit two of his styles of leadership.

One of these styles

features the subject matter orientation of the 4-H project leader and
the other relates to the highly flexible organizational 4-H leader
around which much of this study is centered.

Recognition of these
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styles can be very helpful in determining how leaders can function in a
way that is most meaningful to themselves and also the 4-H members whom
they are leading (12, p. 15).
A study of factors associated with training 4-H volunteer leaders
that was directed by Boone definitely supports the assumption that time,
effort, and resources spent in training 4-H leaders will produce
valuable dividends in terms of accomplishments of 4-H members.

Leaders

must possess certain facts, principles of organization, and enthusiasm
for their job.

Such information and enthusiasm is developed through a

carefully planned and implemented leader training program (15, p. 63).

Leadership Success and Satisfaction
Clark examined the factors associated with satisfaction, success,
and performance of 4-H leaders in New York State and found a high
association and relationship between the factors of each.

The study

revealed a close association between 4-H leader satisfaction and factors
such as age, education, income, social participation, occupation, and
the number of years of 4-H leadership.

There was no significant associ

ation between satisfaction and place of residence, marital status, and
type of 4-H Club (17, p. 135).
Studies by Carter reveal that the adult leader will have his own
purpose for wanting to be a leader and will expect the Extension agent
to accept that purpose.

Such a leader will attempt to learn what he

needs when he needs it, and will expect to use his new knowledge immedi
ately.

The leaders1 needs and goals should become so interrelated with
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the leader training experience that he sees the training as a way of
satisfying these needs and successfully achieving these goals
(1, p. 113-14).

A similar investigation of satisfaction and apprecia

tion for an individual's effort as a volunteer leader conducted by
Skelton showed that a feeling of accomplishment, coupled with an
expression of appreciation, should be experienced during the first two
years of 4-H Club leadership if many leaders are to be encouraged to
continue.

Persistent leaders (those who had served seven years or more)

were 28 years old or older when they began, and nonpersistent leaders
were 27 years of age or under (24, p. 112-15).
Alexander directed a survey of first year 4-H Club leaders in
New York State that dealt with the relationship of several carefully
selected personality characteristics of leaders to certain performance
variables.

The selected personality characteristics of first year

leaders were not found to be importantly related to agreement with their
4-H agents on jobs which such leaders should do, nor were the character
istics related altogether to continuity of leadership (6, p. 114).
Brog and Couch point out that new 4-H leaders who are low on
community orientation and low on commitment to the 4-H leader role are
as likely to continue as leaders as those who are high on both community
orientation and commitment to the leader role.

The data also suggest

that new leaders with a self-conception that is high on community orien
tation but low on commitment to the leader role are very likely to
discontinue within three years; whereas those low on community orienta-
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tion but high on commitment to the leader role are likely to continue
as leaders (8, p. 112).
Young recently revealed that the attitudes and characteristics
of new 4-H leaders in Ohio showed the leaders' knowledge of 4-H and the
extent of performance of desirable practices in their 4-H Clubs were not
affected by the following (26, p. 76):
1.

Educational attainment of the leader

2.

Whether the leader had been a 4-H member

3.

Family income of the leader

4.

Age of the leader

5.

Leader’s place of residence

Bills conducted and investigated several studies which dealt, in
part, with different patterns of behavior of leaders and their influence
on young people.

Some of the conclusions of his work are as follows

(7, p. 180-81):
1.

Successful leaders are those who aid the development of
intelligent behavior in the people with whom they work.

2.

Successful leaders use a greater variety of techniques and
approaches than less successful leaders.

3.

The quality of the relationship a leader has with a group is
determined by the inner qualities of the leader.

Leaders are found in every status level and Garber believes that
there are certain functions which leaders in each level can do success
fully, but if leaders are asked to assume leadership functions which are
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not ordinarily related to that level, the leader will usually perform
an ineffective job (20, p. 82).

Leadership by Extension Professionals
There have been a number of studies conducted featuring the
leadership of the professional Extension worker.

Since one of the

objectives of this study is to examine the effectiveness of 4-H pro
fessionals through an analysis of the leaders they lead, it is important
to review some of the studies which relate to professional leadership.
A recent investigation by Schindler-Rainmen and Lippitt revealed
trends of resistance to active widespread use of volunteers by profes
sionals.

The following areas of resistance were listed as "hang-ups"

which professionals must overcome (4, p. 26):
1.

The professional wants to keep his boundaries of professional
competence.

2.

As the professional delegates more responsibility to the vol
unteer he has less contact with the client, thus losing
immediate interpersonal reward.

3.

Many professionals, due to their formal education, do not
feel confident as a trainer.

4.

The volunteer may have more relevant information and skills
than the professional.

5.

Professionals withhold information as a form of power, thus
limiting the effectiveness of the volunteer.
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6.

Professionals do not always understand the new population
they are requested to work with.

Carter points out that the county Extension agent who trains vol
unteer leaders must recognize that learning is purposeful, challenging,
and satisfying.

A big task of the Extension agent in attempting to

organize an adult volunteer leader program is that of identifying his
own role as a leader and as a teacher.

The agent must play both roles

well in order to be effective and should not push one of the roles into
obscurity by excellent performance in the other (1, p. 113-14).
Straughn studied the Extension agents' perception of their plan
ning role in Florida and Kansas, and one of the conclusions reached was
that there are four obstacles that generally confront agents in perform
ing their program planning role.

They include:

crowded schedule and/or

lack of time; lack of training in program planning; lack of interested
local leaders with time to devote to planning; and lack of trained local
leaders (25, p. 210).

Also, an inspection by Duncan of California

agents' concepts of the roles they perform in executing their responsi
bilities revealed the following (18, p. 65):
1.

There are differences in the way 4-H agents see their role
and the way they think 4-H leaders see it.

2.

4-H agents see their roles differently now from when they
were first employed.

3.

There is a relationship between the objectives of the 4-H
program that the agent believes to be of major importance and
the role he performs.
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4.

There are a number of tasks that 4-H agents do that could be
done by someone else.

5.

4-H agents tend to do tasks they especially like to do.

6.

4-H agents like most of the roles they are asked to perform
in carrying out the responsibilities of the 4-H program.

Clark examined the training needs of Wisconsin county Extension
personnel and the findings, in part, indicated the following items to
be of "much" importance to the effectiveness of agents (16, p. 178-79):
1.

How to develop one's own leadership abilities.

2.

An understanding of the basic concepts of leadership.

3.

A knowledge of the methods and techniques of leading groups.

4.

How to determine the leadership resources within a group.

A recent and extensive survey by Goyen of 752 youth agents in 14
states strongly suggests that youth agents need additional training in
the behavioral sciences to deal with the critical components of their
work environment.

More specifically, they need additional training in

human development, psychology, social psychology, sociology, leadership,
group dynamics, and counseling (9, p. 16-23).

In addition to the above,

Flint revealed that sex and degree status related to the youth develop
ment training needs of professional Extension personnel in the Northern
Extension District of Louisiana.

More women than men felt they needed

additional training in the area of youth development, and agents with
bachelor's degrees reflected a need for more training in the youth
development area than those with advanced degrees (19, p. 59).
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Lowry conducted a study to determine, in part, the tasks which
constitute the role of the Extension agent and the volunteer 4-H leader
and the joint or cooperative responsibility of each in relation to the
4-H program in Georgia as perceived by the district agents and state
4-H staff.

The following statements represent some of the conclusions

that were reached as a result of the findings of this study
(23, p. 115-16):
1.

Generally, the tasks assigned to the agent as most appropri
ate were those assigned to the leader as least appropriate.
Conversely, the tasks assigned to the leader as most appro
priate were preponderantly those assigned to the agent as
least appropriate.

2.

The tasks defined by the respondents as most appropriate for
agents consisted of a higher proportion of tasks in planning
and evaluation than execution tasks.

3.

Because of the limited number of tasks on which there was
consensus for joint responsibility between two factor group
ings, no specification of the joint tasks for agents and
leaders could be delineated as defined by the respondents.

4.

The role expectations indicated that the agent should be
primarily concerned with generic tasks at the county level,
and leaders should be utilized in terms of working with 4-H
Clubs and individual 4-H members.

Heckel believes that on one extreme the professional Extension
worker tends to dominate program decisions, while on the other extreme
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the volunteer leader dominates such decisions.

Furthermore, the agent

may obtain so much personal satisfaction in the dominant leadership role
that he finds it difficult to develop a two way working relationship
with leaders, and thus delegate leadership responsibility to others.
The relationship that exists between the professional and lay leader
will have a material effect on the degree to which the local leader will
participate in planning activities (10, p. 87-90).
Robinson investigated several studies which dealt with an exami
nation of the role of agents in 4-H, and found clear evidence that there
is not general agreement as to the role of the county agent doing 4-H
work.

The nature of the role is such that an individual occupying the

position must, at the same time and to some degree, fulfill the expecta
tions of his supervisors, co-workers, lay leaders, and others.

When

these expectations are quite diverse, it may become problematic for the
agent to know what he really ought to be doing and what constitutes the
most important activities of his job (13, p. 112).

Summary

The literature indicates that, although many studies have focused
careful attention on the functions and needs of 4-H leaders, there
appears to be no clear-cut consensus among investigators as to the exact
nature and priority of such expectations.

There have been many specific

functions and needs identified as an entree to the development of
specialized training and other planned programs for 4-H leaders; how-
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ever, the spectrum of felt needs and variation of functions among such
leaders is extraordinarily broad and encompassing.
There appears to be sound evidence in the literature reviewed to
support the proposition that leadership success and satisfaction are
vital to continued 4-H leader role commitment and quality performance.
Successful 4-H leaders appear somewhat to become successful and satis
fied because they gravitate to those program tasks and functions which
they seem to successfully perform with the least difficulty.

There are

certain functions which leaders in every status level may do success
fully; however, specialized training appears to play an important role
in upgrading the performance potential of such leaders.
Leadership by Extension professionals appears to be influenced a
great deal by previous experience and training, and there seems to be a
strong desire among 4-H agents for additional training in the social and
behavioral sciences.

The literature also indicates that 4-H agents may

be underestimating the desire and ability of volunteer leaders to effec
tively exercise more leadership responsibility within the 4-H program.
Extension professionals appear to appreciate the value of specialized
training for lay leaders; however, there is lack of consensus among
investigators as to the precise nature of the leadership roles which
agents must exercise to insure maximum results from programs designed to
facilitate the recruitment, training, and utilization of 4-H leaders.
The 4-H leader and the Extension agent must recognize the differ
ent roles they have to play, stay well-informed, understand what is
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expected of each other, and be willing to share leadership responsibili
ties, if coordinated and effective teaching of youth is to be accom
plished.
Although there has been a great deal of research conducted con
cerning professional Extension personnel and 4-H lay leaders, it is
hoped that this study will break some "new ground" for 4-H and serve
to strengthen the agent-leader bond that has often been appropriately
referred to as the 4-H lifeline.
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CHAPTER III

RESEARCH DESIGN

Hypotheses
Although numerous problems were identified in connection with the
objectives of this study, the concern basic to the primary objective
deals with an analysis of the relationship between the 4-H coordinators'
and 4-H leaders' perception of selected 4-H program functions which are
instrumental in the effective operation of the county 4-H program.
Three null hypotheses, which relate to the primary objective,
were designed for this study.

Null hypotheses were utilized because

investigators have found the null hypothesis a useful tool in testing
the significance of differences since it constitutes an exacting chal
lenge that gives the facts a chance to refute, or fail to refute, such
a challenge (1, p. 213).

The following null hypotheses, which guide the

major portion of the research design of this study, were developed in
an effort to increase the likelihood of more exacting results:
1.

There is no difference, at the .05 level of probability,
between the differential relationship between the understand
ing that leaders have and need, and the understanding the
coordinators believe leaders have and need, regarding selec
ted 4-H program functions.

2.

There is no difference, at the .05 level of probability,
between the understanding that leaders believe they have and
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the understanding they believe they need regarding selected
4-H program functions.
3.

There is no difference, at the .05 level of probability,
between the understanding that coordinators believe leaders
have and the understanding they believe leaders need regard
ing selected 4-H program functions.

Special attention was also accorded to certain findings within
the realm of this investigation which, although they did not measure up
to the prescribed degree of significance set forth in the above null
hypotheses, the author felt obliged to report due to their possible
usefulness as a point of reference for future studies of this nature.

Sampling Procedure
Two similar, but separate, mail questionnaires were used in this
study.

One was sent to the total population of 4-H coordinators in

Florida and the other was sent to a stratified random sample of Florida
4-H leaders.
Four list samples were utilized in developing the stratified
random sample of 4-H leaders used in this study.

A joint letter

requesting the names and mailing addresses of all county 4-H organiza
tional leaders was sent by the Florida Cooperative Extension Service's
four district agents to each of the county 4-H coordinators in the
agents' respective supervisory districts (Appendix A).

A total of 874

names and addresses were received with 63 out of 66 counties reporting.
The three counties not reporting were located in the same Extension
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district and would have accounted for a total of approximately 30 addi
tional names and addresses.

The distribution of names and addresses

submitted by Extension districts was as follows:

district 1, 220;

district 2, 237; district 3, 180; and district 4, 237.

The names and

addresses of the 874 leaders that were reported represented 82.1 percent
of the total population of 1,065 4-H organizational leaders reported by
counties in the 1971-72 4-H statistical report (3, p. 4-5).
The 4-H leaders' names were sorted into four alphabetized lists
corresponding to the four Extension supervisory districts in which the
leaders' respective county mailing address was located.

Since every

third name on each of the four alphabetized lists was picked to be
included in the sample, approximately one-third of the 874 leaders were
selected to receive questionnaires.

The distribution by district of the

292 leaders who were mailed questionnaires was as follows:

district 1,

73; district 2, 80; district 3, 60; and district 4, 79.

Macrodevelopment of Instrument
The 4-H coordinator questionnaire (Appendix B) and the 4-H leader
questionnaire (Appendix C) used in this study each contained three major
sections.

The first section dealt with a list of 4-H program functions,

which were to be subjected to a scale of dual understanding, that were
identical in both sets of questionnaires.

Section two pertained to a

role definition scale that was basically the same in both sets of ques
tionnaires, and the last section contained questions about personal
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characteristics that differed considerably in content between the two
sets of questionnaires.
The questionnaires were designed to elicit a form of response
that was simplistic, definite, uniform, and adequate for the purpose of
the study.

A special effort was made to avoid imparting a "test"

appearance to the questionnaires, and to make it easy for the coordi
nators and leaders to quickly record their responses.

The statements

in the questionnaires were particularly designed to accomodate the
reading levels of the two respondent groups.
The 4-H coordinator questionnaire was printed on white paper, and
the 4-H leader questionnaire was color coded yellow.

This distinctive

difference made the questionnaires easily distinguishable at a glance
and facilitated their processing.
The 4-H coordinator and 4-H leader questionnaires were pretested
by a similar group of non^experimental 4-H leaders and Extension 4-H
workers.

This trial test proved to be extremely valuable as a means of

identifying and solving some unforeseen problems which might have
impeded the administration of the questionnaire during the full-scale
study.

Most of the revisions dealt with the phrasing of questions and

specificity of content.

Some of the questions dealing with personal

characteristics were found to be superfluous and were therefore elimi
nated.
Two separate transmittal letters that had been developed to send
with the respective questionnaires during the pretest were further
refined and finalized for use in the full-scale study.

The 4-H coordi
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nators' letter (Appendix D) and 4-H leaders' letter (Appendix E) contain
information regarding the purpose of the study, special directions for
completing the questionnaire, and an expression of appreciation to the
recipients for participating in the study.

The coordinators and leaders

were advised that their answers would remain anonymous and were
requested to return their completed questionnaire in a self-addressed
postage paid envelope that was especially provided to foster anonymity
and facilitate the return of the questionnaires.

Microdevelopment of Instrument
Section I of the 4-H coordinators' and 4-H leaders' question
naires contains 50 questions which employ certain principles of the
Likert-type scale.

The Likert-type scale makes possible the ranking of

individuals in terms of the favorableness of their attitude toward a
given condition, and the range of responses permitted to a given item
provides, in effect, comparatively more precise information about the
individual's opinion on the issue referred to by the given item
(2, p. 368-69).
Originally, a list of 75 statements which related to various
functional aspects of the county, state, and national 4-H programs was
developed.

These 4-H program functions were derived from a background

of basic data gathered from personal interviews with 4-H coordinators,
4-H leaders, state and national 4-H officials, and others.

Information

used in the development of the 4-H program function statements was also
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obtained from selected studies and other literature sources which were
germane to the focus of the study.
A jury panel composed of 4-H coordinators and 4-H leaders viewed
the 75 statements in the context of the type of information an
individual needs to understand to effectively fulfill the role of a
4-H leader.

The jury members utilized an opinion scale to select the

50 statements which, in their judgement, best represented those func
tional elements which have relevancy in a county 4-H program and which
4-H leaders need to understand to satisfactorily perform their role.
The 50 statements were carefully reviewed for proper syntax, alligned
in psychological order, and inserted in the first section of the two
ques tionnaires.
Section I of the 4-H coordinator questionnaire was designed to
elicit a response from the coordinators, regarding the statements of
functional nature, in terms of the degree of understanding they believe
their leaders "have" compared to what they "need" to have in order to
effectively fulfill their role as a 4-H organizational leader.

The

scale of understanding the coordinators were instructed to use in
recording their responses had the following value continuum:

(1) inten

sive; (2) considerable; (3) some; (4) little; and (5) none.
Section I of the 4-H leader questionnaire was designed to elicit
a response from the leaders, regarding the statements of functional
nature, in terms of the degree of understanding they presently "have"
and what they believe they "need" to have in order to fulfill their role
as an effective 4-H organizational leader.

The scale of understanding
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the leaders were instructed to use in recording their responses was
identical to the one used in Section I of the coordinator questionnaire.
Section II of the 4-H coordinators' and 4-H leaders' question
naires contains two questions which were designed as a conceptual frame
of reference scale to test the coordinators and leaders for role defini
tion.

These questions were also developed around the principles of the

Likert-type scale.

Each of the questions features five statements which

are, in effect, descriptive scale positions designed to provide an
ordering of individuals on the characteristic being measured.

The

descriptive scales used in each of the two questionnaires are identical.
Section II of the 4-H coordinator questionnaire was designed to
elicit a response from the coordinators concerning the descriptive
statement on the given role continuum that best fitted their conceptual
insight of the coordinator's role in the community 4-H Club.

The second

part of this section was designed to elicit a response, using the same
descriptive scale, concerning the statement that best described what
the coordinator believes the 4-H leader feels the coordinator's role is
in the community 4-H Club.
Section II of the 4-H leader questionnaire was designed to elicit
a response from the leaders concerning the descriptive statements on the
given role continuum that best fitted their conceptual insight of the
leader's role in the community 4-H Club.

The second part of this

section was designed to elicit a response, using the same descriptive
scale, concerning the statement that best described what the leader
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believes the 4-H coordinator feels the leader’s role is in the community
4-H Club.
Section III of the 4-H coordinators’ and 4-H leaders’ question
naires contains twelve questions regarding a selection of personal
characteristics about the respective coordinators and leaders.

The

questions dealing with certain personal characteristics of the 4-H
coordinator pertained to the following:

sex, age, previous 4-H member

ship, highest academic degree, educational specialty, Extension tenure,
Extension position, Extension salary, 4-H coordinator status, Extension
supervisory district locale, 4-H district locale, and percentage of time
doing 4-H duties.

The questions dealing with certain personal charac

teristics of the 4-H leader pertained to the following:

sex, age,

education attained, household income, place of residence, children in
home in 4-H, previous 4-H membership, Florida 4-H leadership tenure,
total 4-H leadership tenure, percentage of time doing 4-H work, 4-H
district locale, and Extension supervisory district locale.
The questions in Section II of the coordinators' and leaders'
questionnaires were developed out of a need to further define the nature
of the individuals and groups being studied.

Also, there was a need to

examine the respondents' respective personal characteristics in terms
of their relationship to certain aspects of the 4-H program functions
and role definition considerations of the study.
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Administration of Instrument
A total of 358 individual mail packets containing a transmittal
letter, questionnaire, and return envelope were mailed simultaneously,
at the end of the 1972 spring semester, to 66 Florida 4-H coordinators
and 292 Florida 4-H leaders.

The information was released to the

coordinators and leaders prior to summer because of their customary
involvement in summer vacation activities.

This precaution very

possibly aided in the return of a large percentage of the question
naires.
A follow-up letter for the 4-H coordinators (Appendix F) and the
4-H leaders (Appendix G) was developed and mailed within two weeks of
the date the full-scale study was officially launched.

The letter was

a reminder that invited the return of any outstanding questionnaires
and stipulated the deadline that had been set for returning such
ques tionnaires.

Data Processing
The data on the returned 4-H coordinators' and 4-H leaders'
questionnaires was visually scanned for completeness and legibility to
help reduce processing problems.
After the questionnaires were checked for completeness and
legibility, columns "A" and "B" in Section I, i.e., the columns headed
"Have" and "Need" which contained the scale values, were individually
totalled and double-checked to provide one accumulative numerical score
(ANS) for each of the two columns on each questionnaire.

The difference
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between the two accumulative numerical scores, i.e., the difference in
the totals of columns "A" and "B", was computed to provide one differ
ential numerical score (DNS) for each questionnaire.
The accumulative numerical scores for column "A" of the 4-H
coordinators1 questionnaires were sorted and arrayed in a continuum
from the lowest to the highest ANS.

The lowest possible ANS indicated

perfect overall intensive understanding, and the highest possible ANS
indicated perfect overall lack of understanding of the selected 4-H
program functions.
The array of scores was then divided into three intervals of
approximately equal proportions which were assigned a category factor
of "1", "2", or "3".

The accumulative numerical scores falling into

category "1", i.e., the upper range, were considered to be generally
high in understanding, those in category "2" were considered to be
generally medium in understanding, and the scores in category "3" were
considered generally low in understanding.
The accumulative numerical scores for column "B" of the coordi
nators' questionnaires were sorted, arrayed, and categorized in the
same manner as those for column "A".

The accumulated numerical scores

for columns "A" and "B" of the 4-H leaders' questionnaires were pro
cessed in the same manner as those in the coordinators' questionnaires.
The 4-H coordinators' differential numerical scores were sorted
and arrayed in a continuum from the lowest to the highest DNS.

Based

on the ANS, the lowest possible DNS indicated no difference in under
standing between columns "A" and "B", and the highest possible DNS
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indicated the highest difference of understanding between the two
columns.

The array of scores was then divided into three intervals

and categorized in the same manner as the accumulative numerical scores.
The scores falling into category "1" were considered generally low in
difference of understanding, those in category "2" were considered
generally medium in difference of understanding, and the scores in
category "3" were considered generally high in difference of understand
ing.
The 4-H leaders' differential numerical scores were sorted,
arrayed, and categorized in the same manner as those for the 4-H
coordinators.

However, there were several negative scores involved

which necessitated a conversion procedure to place all the differential
numerical scores in a positive frame of reference to facilitate coding
and analysis.

This was accomplished by subtracting each of the negative

scores from the highest negative DNS and adding each of the positive
scores to that same negative DNS.

Algebraic sign procedures were

obviated in the addition and subtraction processes.
Following the development of the various numerical scores and
score categories for Section I of each questionnaire, that information,
along with the data from the questionnaire proper, was transferred to
IBM code sheets.

One person called out the numerical responses and

another person recorded the responses on the code sheets.

After all the

data was recorded, the two people exchanged their respective tasks and
cross-checked the data as a control for errors.
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The data on the code sheets was then key punched onto IBM cards.
These IBM cards were cross-checked against the data on the code sheets
to further control error and expedite computer analysis.

The College

of Agriculture's Experimental Statistics Department and the Graduate
School's Computer Research Center were utilized to the fullest extent
in the statistical design and computer analysis of this study.

Data Analysis
Analysis of variance, chi-square tests, correlation analysis, and
frequency distributions were used in varying degrees to assess various
differences and relationships within the scope of the study.

The .05

level of probability was accepted as being statistically significant.
However, all probability levels were explicitly shown because even though
part of the included data might not be statistically significant, it
might nevertheless be significant.

Although certain research findings

may fail to measure up to the prescribed level of statistical signifi
cance, such findings can be extremely important to the investigator and
others.
The statistical analysis program developed for use with the 4-H
coordinators' data was the same, by design, as that used with the 4-H
leader data.
1.

The respective data was analyzed as follows:

Analysis of variance was used in determining the difference
between the means of the scale values listed in column "A"
and the means of the scale values in Column "B" in Section I
of the questionnaires.
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2.

Correlation coefficients were obtained to examine the rela
tionship between role definition and general understanding
of program functions.

The role definition items in Section

II were correlated with the accumulative numerical scores
obtained from columns "A" and "B" in Section I of the ques
tionnaires.
3.

Correlation coefficients were obtained to examine the rela
tionship between the two role definition items in Section II
of the questionnaires.

4.

Chi-square tests were conducted in an examination of the
difference between the personal characteristics, in Section
III and the individual role definition items in Section II of
the questionniares.

The personal characteristics were classi

fied as independent variables and the role definition items
were designated dependent variables.
5.

Chi-square tests were conducted in an examination of the
difference between the personal characteristics in Section III
and the differential numerical score categories obtained from
Section I of the questionnaires.

The personal characteristics

were classified as independent variables and the differential
score categories derived from the general program function
understandings were designated dependent variables.
6.

Frequency and percentage distributions were computed for each
of the personal characteristics in Section III of the ques
tionnaires .
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The statistical analysis program developed for use in examining
the difference between the 4-H coordinators' and 4-H leaders' data was
designed as follows:
1.

Analysis of variance was used in determining the difference
between the means of the scale values in column "A" of the
coordinators' questionnaires and the scale values in column
"A" of the leaders' questionnaires.

This procedure was

designed to ascertain the difference between the understand
ing that the coordinators "Have" and the understanding that
the leaders "Have" of the selected program functions in
Section I of the questionnaires.
2.

Analysis of variance was used in determining the difference
between the means of the scale values in column "B" of the
coordinators' questionnaires and the scale values in column
"B" of the leaders' questionnaires.

This procedure was

designed to ascertain the difference between the understand
ing that the coordinators' "Need" and the understanding that
the leaders "Need" of the selected program functions in
Section I of the questionnaires.
3.

Analysis of variance was used in determining the difference
between the first role definition item in Section II of the
coordinators' questionnaires and the first role definition
item in the same section of the leaders' questionnaires.
This procedure was designed to examine the difference between

59

what the coordinators felt their role was in the 4-H Club and
what the leaders felt their role was in the 4-H Club.
4.

Analysis of variance was used in determining the difference
between the second role definition item in Section II of the
coordinators' questionnaires and the second role definition
item in the same section of the leaders' questionnaires.
This procedure was designed to ascertain the difference
between what the coordinators believed the leaders felt the
coordinators' role was in the 4-H Club and what the leaders
believed the coordinators felt the leaders' role was in the
4-H Club.
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CHAPTER IV

ANALYSIS OF DATA

Introduction
The data obtained from the questionnaires utilized in this study
were subjected to the statistical elements set forth in the preceding
research design, and the subsequent findings are presented in this chap
ter.

The presentation of data is divided into three separate sections

which deal respectively with the 4-H coordinators, the 4-H leaders, and
combinative coordinator-leader findings.

The null hypotheses presented

in the previous chapter were tested, and the findings are enumerated in
the appropriate sections.

Although certain findings did not measure up

to the prescribed level of statistical significance, and many far
exceeded the prescribed level, the author has intentionally included
extremely exacting levels of probability that, except for their afore
mentioned usefulness as a needed point of reference for future investi
gations, could have been abridged to facilitate brevity.
The 4-H coordinators returned 63 of the 66 questionnaires that
were mailed to them which accounted for 95 percent of the coordinator
questionnaires.
follows:

The return percentage distribution by district was as

district 1, 100 percent; district 2, 93 percent; district 3,

88 percent; and district 4, 100 percent.

The 4-H leaders returned 183

of the 292 questionnaires that were mailed to them which accounted for
62 percent of the leader questionnaires.
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The return percentage distri-
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bution by district was as follows:

district 1, 57 percent; district 2,

74 percent; district 3, 56 percent; and district 4, 61 percent.

4-H Coordinator Findings
The 4-H coordinator data presented in this section follows an
order of presentation which closely corresponds to the first part of the
aforementioned statistical design.

The first portion of the design

dealt with six statistical considerations which were respectively
applied to the 4-H coordinator and 4-H leader data.

The 4-H leader data

analyses will be separately presented in the next section of this chapter.
The difference between the mean understanding that 4-H coordina
tors believe 4-H leaders "Have" and the mean understanding coordinators
believe leaders "Need" of the selected 4-H program functions is reflected
in Table 4.
significant.

Only 2 of the 50 program functions were not statistically
Therefore, the null hypothesis that states there is no

difference, at the .05 level of probability, between the understanding
that coordinators believe leaders have and the understanding they believe
leaders need was rejected in the case of 96 percent of the selected 4-H
program functions.
The "Have" and "Need" mean scores of all of the 48 items that
showed a statistically significant difference, except knowledge of proce
dure on 4-H camp eligibility, reflected the fact that 4-H coordinators
believed 4-H leaders need more understanding than they have of those
particular functions.
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TABLE 4
DIFFERENCE BETWEEN MEAN UNDERSTANDING 4-H COORDINATORS BELIEVE 4-H
LEADERS "HAVE" AND MEAN UNDERSTANDING 4-H COORDINATORS BELIEVE
4-H LEADERS "NEED" OF SELECTED 4-H PROGRAM FUNCTIONS,
FLORIDA, 1972

Mean Scorea
Program Functions

Have

Need1

F Value

F Prob.

The precise responsibilities and
duties of the 4-H Organizational
Leader.

2.58

1.77

41.18

.0001

Specific role of the County Exten
sion 4-H Coordinator in support
ing the Leaders' needs.

2.66

2.00

23.45

.0001

Best way to quickly obtain the
services of the County Extension
4-H Coordinator when specific pro
fessional assistance is needed.

2.22

2.38

.91

.6571

Purpose and function of the County
Extension 4-H Advisory Committee.

3.58

2.04

112.74

.0001

Purpose and function of the State
4-H Staff in supporting the county
4-H program.

3.61

2.39

85.88

.0001

Purpose and function of the Nation
al 4-H Staff in supporting the
county 4-H program.

4.06

2.69

92.11

.0001

Federal laws and regulations which
protect the 4-H Program from harm
ful exploitation.

4.17

2.38

157.20

.0001

Financial needs for the effective
operation of the county 4-H pro
gram.

3.19

2.31

42.91

.0001

The role and effect of 4-H spon
sors and donors in assisting the
county 4-H program.

3.20

2.23

51.04

.0001
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TABLE 4 - Continued
Mean Scorea
Program Functions

Have

Need

F Value

F Prob.

How to develop a new 4-H commun
ity club that will remain active
and meaningful.

3.06

1.76

88.02

.0001

Ways and means of developing an
effective sponsoring committee
for a 4-H community club.

3.88

2.17

120.44

.0001

How to properly plan an effective
4-H Club program for maximum
results.

3.20

1.65

141.84

.0001

Clever and effective methods for
recruiting potential 4-H members.

3.23

1.96

72.09

.0001

Modern educational techniques
that can be used to good advan
tage in working with 4-H'ers on
an individual and group basis.

3.34

1.90

107.59

.0001

How 4-H Junior Leaders can be
used to best advantage in
assisting the Leader.

3.09

2.07

64.98

.0001

Effective methods and techniques
for working with 4-H boys and
girls jointly.

3.11

1.98

78.48

.0001

Effective methods and techniques
for working with 4-H'ers whose
ages and interests vary consid
erably.

3.33

1.87

132.25

.0001

Special methods and techniques
for reaching low-income and
disadvantaged 4-H youth.

3.82

2.09

135.16

.0001

Ways and means of keeping par
ents of 4-H'ers informed,
interested, and involved in
their child's 4-H activities.

3.17

1.82

104.31

.0001
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TABLE 4 - Continued
Mean Scorea
Program Functions

Have

Need

F Value

F Prob.

Procedures recommended by the
County Extension 4-H Coordina
tor for dealing with youth dis
ciplinary problems which 4-H
Leaders may encounter.

3.15

2.44

21.20

.0001

Principle reasons behind the
extensive use of projects in
the 4-H Program.

2.95

2.23

21.59

.0001

Descriptions and requirements of
the various projects available to
4-H'ers.

2.84

2.15

32.02

.0001

How to obtain a higher percentage
of project completions among
4-H'ers.

3.11

1.96

87.72

.0001

Principle reasons behind the
extensive use of project record
books in the 4-H Program.

3.07

2.23

28.78

.0001

Proper procedure for processing
project record books for compe
tition in the county 4-H recog
nition program.

3.12

2.26

26.72

.0001

Standards of perfection that
the county record review com
mittee follows when judging
4-H project records.

3.30

2.30

37.36

.0001

Standards of perfection that
are followed in judging 4-H
project records in state com
petition.

3.82

2.26

105.61

.0001

Methods and techniques used by
Extension to recognize 4-H'ers
for outstanding participation
and achievement in the 4-H
Program.

3.00

2.22

30.73

.0001
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TABLE 4 - Continued_____________________ ________________________________
Mean Scorea
Program Functions

Have

Need

F Value

F Prob.

Methods and techniques used by
Extension to recognize Leaders
for their service and outstand
ing participation in the 4-H
Program.

3.11

2.33

25.62

.0001

Fund raising opportunities that
can be used to good advantage by
4-H groups and individuals need
ing a money-making enterprise.

2.98

2.71

2.96

.0836

Descriptions and requirements
of the various 4-H activities
and events available to 4-H’ers.

2.80

2.25

17.82

.0002

Methods Leaders may use to prop
erly insure 4-H'ers who parti
cipate in certain 4-H activities
and events where insurance is
desirable.

3.12

2.34

17.20

.0002

How 4-H’ers may become eligible
to participate in the county
4-H camping program.

2.25

2.63

4.27

.0383

How 4-H'ers may become eligible
to participate in state spon
sored 4-H camps featuring
leadership-citizenship, horses,
conservation, automobile, elec
tricity, and other specialty
areas.

2.95

2.47

9.56

.0028

Ways of incorporating citizenshipleadership values into 4-H pro
grams and activities.

3.34

2.01

89.82

.0001

Purpose and function of the County
4-H Council which is usually com
posed of youth representatives
from each 4-H Club in the county.

3.06

2.41

17.78

.0002
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TABLE 4 - Continued_________________________

^

_____________

Mean Scorea
Program Functions

Have

Need

F Value

F Prob.

Purpose and function of the
Florida 4-H Council which is
composed of youth representa
tives from each Florida 4-H
District.

3.80

2.60

68.65

.0001

The working relationship be
tween the County 4-H Council
and the Florida 4-H Council.

3.84

2.66

63.84

.0001

Purpose of the Florida 4-H Con
gress held annually at the Uni
versity of Florida.

3.12

2.42

26.31

.0001

How Leaders and 4-H'ers become
eligible to attend the Florida
4-H Congress.

3.06

2.38

22.02

.0001

Purpose of the National 4-H
Congress held annually in Chi
cago , Illinois.

3.69

2.41

78.22

.0001

How a 4-H*er may become eligi
ble to attend the National 4-H
Congress.

3.53

2.49

50.19

.0001

Ways and means of involving
4-H'ers in the annual observance
of National 4-H Week.

3.04

2.23

27.14

.0001

Availability and usefulness of
the National 4-H News Magazine
for Leaders and 4-H'ers.

3.04

2.36

16.32

.0003

How a Leader may become eligible
to attend the annual Southern
Region 4-H Leaders' Forum.

3.77

2.47

55.79

.0001

Methods and techniques for uti
lizing local mass media (news
paper, television, radio)
resources to good advantage.

3.04

2.19

37.47

.0001
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TABLE 4 - Continued
Mean Score3
Program Functions

Have

Need

F Value

F Prob.

Sources of free visual aids
(slides, movies, posters,
charts, etc.) for use in con
ducting special 4-H programs.

3.23

2.20

54.89

.0001

Sources of free 4-H literature
for use in providing useful
reference materials for 4-H'ers
and Leaders.

3.01

2.26

31.32

.0001

How to use the annual 4-H
Poster Contest as a clever
method of promoting creative
self-expression.

3.61

2.44

49.70

.0001

Practical and realistic
"how to" ideas for conduct
ing highly successful 4-H pro
grams and activities.

3.28

1.79

118.83

.0001

aScale of Understanding: 1.00, Intensive; 2.00, Considerable;
3.00, Some; 4.00, Little; 5.00, None
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The correlation and probability values of selected relationships
explicit in the 4-H coordinators' conceptual role framework and percep
tion of selected 4-H program functions are presented in Table 5.
The conceptual role framework referred to in Table 5, and also
in Table 6 and Table 7, deals with the interrelationship of perceived
role consensus between and among 4-H coordinators and 4-H leaders
regarding the prescribed roles of each in the community 4-H Club.

The

prescribed roles were descriptive scale positions designed to provide
an ordering of individuals to examine role definitions, relationships,
and differences.
The role definition derived from an examination of the role
consensus of the 4-H coordinators is an integral part of their concep
tual role framework which includes, among other things, their perception
of selected 4-H program functions.

This conceptual frame of reference

was developed to examine role definitions of both coordinators and
leaders.
The following findings indicate that 4 of the 5 relationship
considerations presented in Table 5 were not statistically significant
at the .05 level of probability:
A.

There was no statistically significant relationship between
the 4-H coordinators' mean definition of their 4-H Club role
and the general understanding they believe 4-H leaders "Have"
of the selected 4-H program functions.

B.

There was no statistically significant relationship between
the 4-H coordinators' mean definition of their 4-H Club role
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and the general understanding they believe 4-H leaders "Need"
of the selected 4-H program functions.
C.

There was no statistically significant relationship between
the mean definition 4-H coordinators believe 4-H leaders
have of the coordinators' 4-H Club role and the general
understanding the coordinators believe 4-H leaders "Have" of
the selected 4-H program functions.

D.

There was no statistically significant relationship between
the mean definition 4-H coordinators believe 4-H leaders have
of the coordinators1 4-H Club role and the general under
standing the coordinators believe 4-H leaders "Need" of the
selected 4-H program functions.

E.

There was a statistically significant relationship between
the 4-H coordinators' mean (2.17) definition of their 4-H
Club role and the mean (2.36) definition they believe 4-H
leaders have of the 4-H coordinators' Club role.

The means

of 2.17 and 2.36 were both located between the second and
third descriptive scale positions on the five-part role con
tinuum in Section II of the 4-H coordinator questionnaire
(Appendix B ) .

The positions are:

(2) the leader has respon

sibility for conducting most of the total Club program with
some assistance provided by the coordinator, and (3) the
leader and coordinator share about evenly responsibility for
conducting the total Club program.
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TABLE 5
CORRELATION AND PROBABILITY VALUES OF SELECTED RELATIONSHIPS EXPLICIT
IN THE 4-H COORDINATORS1 CONCEPTUAL ROLE FRAMEWORK AND
PERCEPTION OF SELECTED 4-H PROGRAM FUNCTIONS,
FLORIDA, 1972

Selected Relationship

Correlation
Coefficient
(N=63)

Level of
Probability

A.

Relationship between 4-H coordinators' mean
definition of the coordinators' 4-H Club
role and the general understanding, reflec
ted by the mean accumulative numerical score
(ANS) from column "A", coordinators believe
4-H leaders "Have" of the given 4-H program
functions

.11

.6253

B.

Relationship between 4-H coordinators' mean
definition of the coordinators' 4-H Club
role and the general understanding, reflec
ted by the mean accumulative numerical score
(ANS) from column "B", coordinators believe
4-H leaders "Need" of the given 4-H program
functions

.05

.6599

C.

Relationship between the mean definition 4-H
coordinators believe 4-H leaders have of the
coordinators' 4-H Club role and the general
understanding, reflected by the mean accu
mulative numerical score (ANS) from column
"A", coordinators believe 4-H leaders "Have"
of the given 4-H program functions

.06

.6205

D.

Relationship between the mean definition 4-H
coordinators believe 4-H leaders have of the
coordinators' 4-H Club role and the general
understanding, reflected by the mean accu
mulative numerical score (ANS) from column
"B", coordinators believe 4-H leaders "Need"
of the given 4-H program functions

-.10

.6034

E.

Relationship between 4-H coordinators' mean
(2.17) definition of the coordinators' 4-H
Club role and mean (2.36) definition coordi
nators believe 4-H leaders have of the coor
dinators' 4-H Club role

.50

.0001
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The difference between the 4-H coordinators' conceptual frame
work of their 4-H Club role and selected personal and professional char
acteristics of the coordinators is shown in Table 6.

There was no sta

tistically significant difference between the 4-H coordinators' concep
tual role framework and any of the respondents' personal characteristics
which included the following:

sex, age, previous 4-H membership, educa

tion, specialty, tenure, position, salary, status, supervisory district
locale, 4-H district locale, and 4-H duty time expenditure.
Although none of the findings in Table 6 revealed any statisti
cally significant differences, there were two personal characteristics
that were construed as possible significant findings.

Differences in

Extension tenure and 4-H district in which 4-H coordinators were located
tended to be associated with the coordinators' concept of their 4-H Club
role.
The difference between the 4-H coordinators' conceptual framework
of what they believed the 4-H leaders' perception was of the coordina
tors' 4-H Club role and selected personal and professional characteris
tics of the coordinators is reflected in Table 7.

There was no statis

tically significant difference between the 4-H coordinators' conceptual
framework regarding the 4-H leaders' perception of the coordinators'
Club role and any of the respondents' personal characteristics which
included the following:

sex, age, previous 4-H membership, education,

specialty, tenure, position, salary, status, supervisory district
locale, 4-H district locale, and 4-H duty time expenditure.
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TABLE 6
DIFFERENCE BETWEEN 4-H COORDINATORS' CONCEPTUAL FRAMEWORK OF
THE COORDINATORS' 4-H CLUB ROLEa AND SELECTED PERSONAL
CHARACTERISTICS PERTAINING TO SUCH COORDINATORS11,
FLORIDA, 1972

x2C

Sex

5.26

4

.2604

Age

8.36

16

.9371

Previous 4-H membership

1.61

4

.8085

Highest academic degree

2.76

4

.6000

Educational specialty

13.60

16

.6290

Extension tenure

30.31

20

.0648

Extension position

17.31

16

.3650

Extension salary

28.51

28

.4373

2.05

4

.7279

Extension supervisory district locale

11.44

12

.4920

4-H district locale

50.39

36

.0561

Percentage of time doing 4-H duties

37.77

36

.3881

4-H coordinator status

aDependent variable
^Independent variable
cChi-square
^Degrees of freedom
Probability

D.F.d

Pe

Personal Characteristics (N=63)
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TABLE 7
DIFFERENCE BETWEEN 4-H COORDINATORS' CONCEPTUAL FRAMEWORK OF WHAT
THE COORDINATOR BELIEVES THE 4-H LEADERS' PERCEPTION IS OF
THE COORDINATORS' 4-H CLUB ROLEa AND SELECTED PERSONAL
CHARACTERISTICS PERTAINING TO SUCH COORDINATORS*5,
FLORIDA, 1972

Personal Characteristics (N=63)

2C

Pe

D.F.d

Sex

3.86

4

.4259

Age

11.65

16

.7684

Previous 4-H membership

3.39

4

.4967

Highest academic degree

7.36

4

.1162

Educational specialty

14.73

16

.5447

Extension tenure

16.45

20

.6887

Extension position

17.82

16

.

.3343

Extension salary

26.87

28

.

.5253

2.46

4

.6536

Extension supervisory district locale

15.94

12

.1930

4-H district locale

32.57

36

.6328

Percentage of time doing 4-H duties

30.80

36

.7142

4-H coordinator status

^Dependent variable
Independent variable
^Chi-square
Degrees of freedom
Probability
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The difference between the 4-H coordinators' personal character
istics and the differential numerical score categories derived from the
coordinators' perception of the 4-H leaders' understanding of the
selected 4-H program functions is shown in Table 8.
There was no statistically significant difference between the
first two personal characteristics, sex and age, and the score categor
ies derived from the coordinators' perception of the leaders' under
standing of the program functions.

However, previous 4-H membership

was found to bear a statistically significant difference at the .05
level of probability.
The coordinators' previous 4-H membership characteristic, when
tested for difference against the difference categories, further indi
cated an affinity for high differential numerical score categories among
coordinators without previous 4-H membership experience.

The differen

tial numerical score categories were derived from the difference scores
and accumulative numerical scores in accordance with the procedures out
lined in the preceeding chapter.
There was no statistically significant difference found between
the score categories obtained from the coordinators' perception of the
leaders' understanding of the program functions and any of the remaining
personal characteristics.
following:

The remaining characteristics included the

education, specialty, tenure, position, salary, status,

supervisory district locale, 4-H district locale, and 4-H duty time
expenditures.
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Although the personal characteristic of sex was reported as not
statistically significant, there appeared to be enough difference
between that characteristic and the aforementioned score categories to
warrant the finding as being possibly significant.

TABLE 8
DIFFERENCE BETWEEN 4-H COORDINATORS' SELECTED PERSONAL CHARACTERISTICS3
AND DIFFERENTIAL NUMERICAL SCORE CATEGORIES DERIVED FROM
COORDINATORS' PERCEPTION OF 4-H LEADERS' UNDERSTANDING
OF 4-H PROGRAM FUNCTIONS15,
FLORIDA, 1972

N=63
D.F.d

Personal Characteristics

x2c

Sex

5.60

2

.0592

Age

7.84

8

.4497

Previous 4-H membership

14.35

2

.0009

Highest academic degree

.45

2

.7982

8.34

8

.4014

Extension tenure

15.01

10

.1309

Extension position

10.83

8

.2108

Extension salary

16.24

14

.2982

4-H coordinator status

3.27

2

.1928

Extension supervisory district locale

5.50

6

.4827

4-H district locale

17.36

18

.4987

Percentage of time doing 4-H duties

20.18

18

.3225

Educational specialty

Pe

independent variable; ^Dependent variable; cChi-square; ^Degrees
of freedom; ^Probability
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The frequency and percentage distribution of the coordinators by
sex is shown in Table 9.

The percentage distribution revealed that 52

percent of the respondents were male and 48 percent were female.

The

majority of the respondents were male.

TABLE 9
FREQUENCY AND PERCENTAGE DISTRIBUTION OF
FLORIDA 4-H COORDINATORS BY SEX, 1972

N«63
Sex

Frequency

Percent

Male

33

52

Female

30

48

Table 10 shows that none of the respondents were under 20 years
of age, 11 percent were 20 to
years of age,

24 years of age, 21 percent were 25 to

29

22 percent were 30 to 39 years of age, 32 percent were 40

to 49 years of age, and 14 percent were 50 years of age or older.
Although close to one-third, 32 percent, of the 4-H coordinators
were 29 years of age or less, almost half, 46 percent, of the respon
dents were 40

years of age or older.

A majority of the respondents

were 30 to 49 years of age.
Table 10 also indicates that 47, approximately three-fourths, of
the 4-H coordinators were 25 to 49 years of age.

However, only 7,

approximately one-tenth, of the respondents were 24 years of age or
younger.
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TABLE 10
FREQUENCY AND PERCENTAGE DISTRIBUTION OF
FLORIDA 4-H COORDINATORS BY AGE, 1972

N= 63
Age

Frequency

Percent

Under 20 years

-

-

20-24 years

7

11

25-29 years

13

21

30-39 years

14

22

40-49 years

20

32

9

14

50 years or more

The frequency and percentage distribution data shown in Table 11
reveal that 54 percent of the 4-H coordinators were former 4-H members
and that 46 percent had never been a 4-H member.

The majority of the

respondents were former 4-H members.

TABLE 11
FREQUENCY AND PERCENTAGE DISTRIBUTION OF FLORIDA
4-H COORDINATORS WHO ARE FORMER
4-H MEMBERS, 1972

N=63
Former 4-H Member

Frequency

Percent

Yes

34

54

No

29

46
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Table 12 shows the frequency and percentage distribution of
4-H coordinators relative to the highest academic degree held.

Although

59 percent of the 4-H coordinators held Bachelor's degrees and 41 per
cent held Master's degrees, there were no respondents with Doctorate or
other advanced-type degrees.

The majority of the 4-H coordinators held

Bachelor's degrees.

TABLE 12
FREQUENCY AND PERCENTAGE DISTRIBUTION OF FLORIDA
4-H COORDINATORS BY HIGHEST ACADEMIC
DEGREE HELD, 1972

N=63
Academic Degree

Frequency

Percent

Bachelor's

37

59

Master's

26

41

Doctorate

_

Other

-

Table 13 deals with the general content area of the highest aca
demic degree held by the 4-H coordinators.

The data shows that none of

the respondents' highest degrees were physical science oriented.

How

ever, 30 percent were oriented toward the biological sciences, 3 percent
were social science oriented, 37 percent featured education, 27 percent
were oriented toward home economics subject matter, and 3 percent were
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business oriented.

The vast majority, 94 percent, of the respondents1

highest degrees were oriented toward biological science, education, and
home economics subject matter.

Less than one-tenth, 6 percent, of the

respondents’ highest degrees were oriented toward social science and
business.

TABLE 13
FREQUENCY AND PERCENTAGE DISTRIBUTION OF FLORIDA
4-H COORDINATORS BY GENERAL CONTENT AREA
OF HIGHEST ACADEMIC DEGREE HELD, 1972

N==63
General Content Area

Frequency

Percent

-

-

19

30

2

3

Education (elementary, secondary, agricultural,
home economics, extension, adult, etc.)

23

37

Home Economics Subject Matter (foods and nutri
tion, clothing, textiles, etc.)

17

27

2

3

Physical Sciences (chemistry, physics, mathe
matics, etc.)
Biological Sciences (botany, zoology, biology,
bacteriology, soil and plant sciences,
animal sciences, etc.)
Social Sciences (sociology, psychology, his
tory, anthropology, journalism, eco
nomics, etc.)

Other (Business)

The data shown in Table 14 reflect the frequency and percentage
distribution of 4-H coordinators relative to their appointed position
in the Florida Cooperative Extension Service.

Almost one-third, 32 per-
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cent, of the respondents were county Extension directors, 19 percent
were Extension agents, 1 percent were multi-county Extension agents,
21 percent were Extension home economics agent program leaders, and
27 percent were Extension home economics agents.

A majority of the

respondents held county Extension director and Extension agent positions.

TABLE 14
FREQUENCY AND PERCENTAGE DISTRIBUTION OF FLORIDA
4-H COORDINATORS BY POSITION HELD WITH
FLORIDA COOPERATIVE EXTENSION
SERVICE, 1972

N==63
Extension Service Position

Frequency

Percent

County Extension Director

20

32

Extension Agent

12

19

1

1

Extension Home Economics Agent (Program Leader)

13

21

Extension Home Economics Agent

17

27

Extension Agent (Multi-County)

Table 15 shows that over one-third, 39 percent, of the 4-H coor
dinators have been employed no more than 5 years by the Florida Coopera
tive Extension Service.

The data also reveal that 19 percent of th£

respondents were employed for 6 to 10 years, 10 percent for 11 to 15
years, 19 percent for 16 to 20 years, 8 percent for 21 to 25 years,
and 5 percent for 26 to 30 years.
employed over 30 years.

None of the respondents had been
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TABLE 15
FREQUENCY AND PERCENTAGE DISTRIBUTION OF FLORIDA
4-H COORDINATORS BY YEARS OF FLORIDA
COOPERATIVE EXTENSION SERVICE
EMPLOYMENT, 1972

N==63
Florida Cooperative Extension Service Employment

Frequency

Percent

5 years or less

25

39

6-10 years

12

19

11-15 years

6

10

16-20 years

12

19

21-25 years

5

8

26-30 years

3

5

31-35 years

-

-

Over 35 years

-

-

The frequency and percentage distribution shown in Table 16
relates to the 4-H coordinators' total annual Extension salary.

The

data shows that 5 percent of the respondents received less than $8,000,
8 percent received $8,000 to $8,999, 24 percent received $9,000 to
$9,999, 19 percent received $10,000 to $10,999, 19 percent received
$11,000 to $11,999, 9 percent received $12,000 to $12,999, 5 percent
received $13,000 to $13,999, and 11 percent received $14,000 or more.
A majority of respondents received $10,000 or more, and one-fourth
received $12,000 or more per year.
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TABLE 16
FREQUENCY AND PERCENTAGE DISTRIBUTION OF FLORIDA
4-H COORDINATORS BY TOTAL ANNUAL
EXTENSION SALARY, 1972

N=63
Total Annual Extension Salary

Frequency

Percent

Under $8,000

3

5

$8,000-$8,999

5

8

$9,000-$9,999

15

24

$10,000-$10,999

12

19

$11,000-$11,999

12

19

$12,000-$12,999

6

9

$13,000-$13,999

3

5

$14,000 or more

7

11

Table 17 shows that 32 percent of the respondents were full-time
4-H coordinators, and a majority of 68 percent were part-time designates,

TABLE 17
FREQUENCY AND PERCENTAGE DISTRIBUTION OF FLORIDA
4-H COORDINATORS BY FULL-TIME OR PART-TIME
COORDINATOR STATUS, 1972

N-63
4-H Coordinator Status

Frequency

Percent

Full-time

20

32

Part-time

43

68
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The percent of total Extension time devoted to 4-H duties by the
respondents is shown in Table 18.

The majority, 56 percent, of the

respondents spent less than 50 percent of their Extension time doing 4-H
coordinator duties.

Over three-fourths, 80 percent, of the respondents

spent less than 80 percent of their time doing 4-H coordinator duties,
and only 13 percent indicated they spent over 89 percent of their time
in that manner.

TABLE 18
FREQUENCY AND PERCENTAGE DISTRIBUTION OF FLORIDA
4-H COORDINATORS BY PERCENT OF TOTAL
EXTENSION TIME DEVOTED TO 4-H
COORDINATOR DUTIES, 1972

N=!63
Time Devoted To 4-H Coordinator Duties

Frequency

Percent

0-9 Percent

7

11

10-19 Percent

6

10

20-29 Percent

10

16

30-39 Percent

7

11

40-49 Percent

5

8

50-59 Percent

8

13

60-69 Percent

1

1

70-79 Percent

7

11

80-89 Percent

4

6

90-100 Percent

8

13
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Table 19 indicates the frequency and percentage distribution of
4-H coordinators relative to the Extension supervisory districts in
which they were assigned.

The data shows that 27 percent of the respon

dents were in district 1, 24 percent in district 2, 24 percent in dis
trict 3, and 24 percent in district 4.

District 1 and district 4 have

their entire coordinator population included in the data and conse
quently account for a majority, 52 percent, of the total respondents
from all districts.

TABLE 19
FREQUENCY AND PERCENTAGE DISTRIBUTION OF FLORIDA
4-H COORDINATORS BY ASSIGNED EXTENSION
SUPERVISORY DISTRICT, 1972

N=‘63
Extension Supervisory District

Frequency

Percent

District 1:

West Florida

17

27

District 2:

West Coast Florida

15

24

District 3:

Central Florida

15

24

District 4:

East Coast Florida

16

25

The data shown in Table 20 reflects the frequency and percentage
distribution of 4-H coordinators relative to the 4-H districts in which
they were assigned.

Only 6 percent of the respondents were from dis

trict 1, 12 percent from district 2, 10 percent from district 3, 10 per
cent from district 4, 11 percent from district 5, 8 percent from dis
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trict 6, 10 percent from district 7, 10 percent from district 8, 12 per
cent from district 9, and 11 percent were from district 10.

A majority

of the respondents were assigned to districts 6 through 10.

Districts

1, 2, 3, 4, 7, 9, and 10 have their entire coordinator population
included in the above data.

TABLE 20
FREQUENCY AND PERCENTAGE DISTRIBUTION OF FLORIDA
4-H COORDINATORS BY ASSIGNED FLORIDA
4-H DISTRICT, 1972

N==63
Florida 4-H District

Frequency

Percent

District 1

4

6

District 2

8

12

District 3

6

10

District 4

6

10

District 5

7

11

District 6

5

8

District 7

6

10

District 8

6

10

District 9

8

12

District 10

7

11
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4-H Leader Findings
The 4-H leader findings presented in this section follow an
order of presentation that closely corresponds to the first part of the
statistical design outlined in the latter part of the preceding chapter.
The first portion of the design enumerated six statistical considera
tions which were respectively applied to the 4-H leader and 4-H coordi
nator data.
The difference between the mean understanding that 4-H leaders
"Have" and the mean understanding they "Need" of selected 4-H program
functions is shown in Table 21.
not statistically significant.

Only 7 of the 50 program functions were
Therefore, the null hypothesis that

states there is no difference, at the .05 level of probability, between
the understanding that leaders believe they have and the understanding
they believe they need was rejected in the case of 86 percent of the
selected 4-H program functions.
The "Have" and "Need" mean scores of 37 of the 43 items that
showed a statistically significant difference reflected the fact that
4-H leaders believed they need more understanding than they have of
those particular items.

The remaining 6 statistically significant items

showed the leaders believed they have more understanding of those par
ticular functions than they need.

One of the functions that was not

statistically significant was possibly significant due to its proximity
to the .05 level of probability.
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TABLE 21
DIFFERENCE BETWEEN MEAN UNDERSTANDING 4-H LEADERS "HAVE"
AND MEAN UNDERSTANDING 4-H LEADERS "NEED"
OF SELECTED 4-H PROGRAM FUNCTIONS,
FLORIDA, 1972

Mean Score3
Program Functions

Have

Need

The precise responsibilities and
duties of the 4-H Organizational
Leader.

2.41

2.48

.43

.5165

Specific role of the County Exten
sion 4-H Coordinator in support
ing the Leaders1 needs.

2.41

2.74

8.50

.0041

Best way to quickly obtain the
services of the County Extension
4-H Coordinator when specific pro
fessional assistance is needed.

1.92

3.07

78.11

.0001

Purpose and function of the County
Extension 4-H Advisory Committee.

3.32

2.53

44.91

.0001

Purpose and function of the State
4-H Staff in supporting the county
4-H program.

3.24

2.53

41.07

.0001

Purpose and function of the Nation
al 4-H Staff in supporting the
county 4-H program.

3.55

2.45

103.91

.0001

Federal laws and regulations which
protect the 4-H Program from harm
ful exploitation.

3.85

2.29

181.43

.0001

Financial needs for the effective
operation of the county 4-H pro
gram.

3.18

2.54

33.49

.0001

The role and effect of 4-H sponsors and donors in assisting the
county 4-H program.

3.02

2.71

6.85

.0091

F Value

F Prob.
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TABLE 21 - Continued
Mean Scorea
Program Functions

Have

Need

F Value

F Prob.

How to develop a new 4-H community
club that will remain active and
meaningful.

2.77

2.46

7.50

.0065

Ways and means of developing an
effective sponsoring committee
for a 4-H community club.

3.58

2.27

161.74

.0001

How to properly plan an effective
4-H Club program for maximum
results.

2.69

2.27

18.40

.0001

Clever and effective methods for
recruiting potential 4-H members.

2.80

2.54

5.46

.0189

Modern educational techniques
that can be used to good advan
tage in working with 4-H'ers on
an individual and group basis.

3.02

2.34

44.04

.0001

How 4-H Junior Leaders can be
used to best advantage in
assisting the Leader.

2.69

2.46

4.61

.0303

Effective methods and techniques
for working with 4-H boys and
girls jointly.

3.02

2.41

27.82

.0001

Effective methods and techniques
for working with 4-H'ers whose
ages and interests vary con
siderably.

2.97

2.19

56.62

.0001

Special methods and techniques
for reaching low-income and
disadvantaged 4-H youth.

3.45

2.54

62.81

.0001

Ways and means of keeping par
ents of 4-H'ers informed, inter
ested, and involved in their
child's 4-H activities.

2.97

2.28

41.98

.0001
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TABLE 21 - Continued
Mean Score3
Program Functions

Have

Need

F Value

F Prob.

Procedures recommended by the
County Extension 4-H Coordina
tor for dealing with youth dis
ciplinary problems which 4-H
Leaders may encounter.

3.36

2.65

33.90

.0001

Principle reasons behind the
extensive use of projects in
the 4-H Program.

2.46

2.72

5.10

.0230

Descriptions and requirements of
the various projects available to
4-H'ers.

2.39

2.68

7.86

.0055

How to obtain a higher percentage
of project completions among
4-H'ers.

2.88

2.‘26

37.74

.0001

Principle reasons behind the
extensive use of project record
books in the 4-H Program.

2.40

2.75

10.54

.0017

Proper procedure for processing
project record books for compe
tition in the county 4-H recog
nition program.

2.77

2.55

3.61

.0546

Standards of perfection that
the county record review com
mittee follows when judging
4-H project records.

3.15

2.46

32.97

.0001

Standards of perfection that
are followed in judging 4-H
project records in state com
petition.

3.59

2.20

159.69

.0001

Methods and techniques used by
Extension to recognize 4-H'ers
for outstanding participation
and achievement in the 4-H
Program.

2.91

2.45

16.07

.0002
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TABLE 21 - Continued_______________________________________________________
Mean Scorea
Program Functions

Have

Need_____ F Value

F Prob.

Methods and techniques used by
Extension to recognize Leaders
for their service and outstand
ing participation in the 4-H
Program.

3.22

2.78

13.28

.0006

Fund raising opportunities that
can be used to good advantage
by 4-H groups and individuals
needing a money-making enterprise.

2.89

2.85

.15

.6950

Descriptions and requirements
of the various 4-H activities
and events available to 4-H'ers.

2.63

2.52

1.11

.2927

Methods Leaders may use to prop
erly insure 4-H'ers who partici
pate in certain 4-H activities
and events where insurance is
desirable.

3.20

2.57

23.20

.0001

How 4-H'ers may become eligible
to participate in the county
4-H camping program.

2.02

3.31

110.26

.0001

How 4-H'ers may become eligible
to participate in state sponsored
4-H camps featuring leadershipcitizenship, horses, conservation,
automobile, electricity, and
other specialty areas.

2.88

2.62 '

4.79

.0273

Ways of incorporating citizenshipleadership values into 4-H pro
grams and activities.

2.98

2.44

26.66

.0001

Purpose and function of the County
4-H Council which is usually com
posed of youth representatives
from each 4-H Club in the county.

2.63

2.69

.27

.6068
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TABLE 21 - Continued
Mean Score3
Program Functions

Have

Need

F Value

F Prob.

Purpose and function of the
Florida 4-H Council which is
composed of youth representa
tives from each Florida 4-H
District.

3.19

2.56

28.88

.0001

The working relationship between
the County 4-H Council and the
Florida 4-H Council.

3.56

2.45

101.85

.0001

Purpose of the Florida 4-H Con
gress held annually at the Uni
versity of Florida.

3.11

2.60

16.28

.0002

How Leaders and 4-H’ers become
eligible to attend the Florida
4-H Congress.

3.25

2.48

37.43

.0001

Purpose of the National 4-H Con
gress held annually in Chicago,
Illinois.

3.36

2.53

44.89

.0001

How a 4-H'er may become eligible
to attend the National 4-H
Congress.

3.31

2.53

39.26

.0001

Ways and means of involving
4-H’ers in the annual obser
vance of National 4-H Week.

3.00

2.55

16.30

.0002

Availability and usefulness of
the National 4-H News Magazine
for Leaders and 4-H’ers.

2.84

2.83

.00

.9316

How a Leader may become eligi
ble to attend the annual Southern
Region 4-H Leaders’ Forum.

4.08

2.45

180.56

.0001

Methods and techniques for uti
lizing local mass media (news
paper, television, radio) re
sources to good advantage.

2.99

2.58

11.76

*0010
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TABLE 21 - Continued
Mean Score3
Program Functions

Have

Need

F Value

F Prob.

Sources of free visual aids
(slides, movies, posters,
charts, etc.) for use in con
ducting special 4-H programs.

3.13

2.54

21.52

.0001

Sources of free 4-H litera
ture for use in providing
useful reference materials
for 4-H'ers and Leaders.

2.73

2.77

.11

.7328

How to use the annual 4-H
Poster Contest as a clever
method of promoting creative
self-expression.

3.25

2.51

42.30

.0001

Practical and realistic
"how to" ideas for conduct
ing highly successful 4-H
programs and activities.

3.08

87.47

.0001

»■!*

2.19

aScale of Understanding:
1.00, Intensive; 2.00, Considerable;
3.00, Some; 4.00, Little; 5.00, None
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The correlation and probability values of selected relationships
explicit in the 4-H leaders' conceptual role framework and perception of
selected 4-H program functions are presented in Table 22.
The conceptual role framework referred to in Table 22, and also
in Table 23 and Table 24, deals with the interrelationship of perceived
role consensus between and among 4-H coordinators and 4-H leaders rela
tive to certain prescribed leadership roles in the community 4-H Club.
The prescribed roles were descriptive scale positions designed to pro
vide an ordering of individuals to examine role definitions, relation
ships, and differences.

The role definition derived from an examination

of the role consensus of the 4-H leaders is an integral part of their
conceptual role framework which includes, among other things, their
perception of selected 4-H program functions.
The following findings indicate that 4 of the 5 relationship
considerations presented in Table 22 were not statistically significant
at the .05 level of probability:
A.

There was no statistically significant relationship between
the 4-H leaders' mean definition of their 4-H Club role and
the general understanding they believe they "Have" of the
selected 4-H program functions.

B.

There was no statistically significant relationship between
the 4-H leaders' mean definition of their 4-H Club role and
the general understanding they believe they "Need" of the
selected 4-H program functions.

95

C.

There was no statistically significant relationship between
the mean definition 4-H leaders believe 4-H coordinators have
of the leaders1 4-H Club role and the general understanding
the leaders believe they "Have" of the selected 4-H program
functions.

D.

There was no statistically significant relationship between
the mean definition 4-H leaders believe 4-H coordinators have
of the leaders' 4-H Club role and the general understanding
the leaders believe they "Need" of the selected 4-H program
functions.

E.

There was a statistically significant relationship between
the 4-H leaders' mean (1.89) definition of their 4-H Club
role and the mean (1.85) definition they believe 4-H coordi
nators have of the leaders' 4-H Club role.

The means 1.89

and 1.85 were both located between the first and second
descriptive scale positions on the five-part role continuum
in Section II of the 4-H leader questionnaire (Appendix C ) .
The positions are:

(1) the leader has complete responsibil

ity to conduct the total Club program with assistance from
the coordinator if needed, and (2) the leader has responsi
bility for conducting most of the total Club program with
some assistance provided by the coordinator.
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TABLE 22
CORRELATION AND PROBABILITY VALUES OF SELECTED RELATIONSHIPS
EXPLICIT IN THE 4-H LEADERS' CONCEPTUAL ROLE FRAMEWORK
AND PERCEPTION OF SELECTED 4-H PROGRAM FUNCTIONS,
FLORIDA, 1972

Selected Relationship

Correlation
Coefficient
(N=183)

Level of
Probability

A.

Relationship between
4-H
leaders' mean defi- .00
nition of the leaders' 4-H Club role and
the general understanding, reflected by the
mean accumulative numerical score CANS) from
column "A", leaders believe they "Have" of
the given 4-H program functions

.9595

B.

Relationship between
4-H
leaders' mean defi- -.06
nition of the leaders' 4-H Club role and
the general understanding, reflected by the
mean accumulative numerical score (ANS) from
column "B", leaders believe they "Need" of
the given 4-H program functions

.5890

C.

Relationship between
the
mean definition 4-H .05
leaders believe 4-H coordinators have of the
leaders' 4-H Club role and the general under
standing, reflected by the mean accumulative
numerical score (ANS) from column "A", lead
ers believe they "Have" of the given 4-H
program functions

.5025

D.

Relationship between
the
mean definition 4-H -.10
leaders believe 4-H coordinators have of the
leaders' 4-H Club role and the general under
standing, reflected by the mean accumulative
numerical score (ANS) from column "B", lead
ers believe they "Need" of the given 4-H
program functions

.1389

E.

Relationship between 4-H leaders' mean (1.89)
definition of their 4-H Club role and mean
(1.85) definition leaders believe 4-H coordi
nators have of the leaders' 4-H Club role

.0001

.78
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The difference between the 4-H leaders' conceptual framework of
their 4-H Club role and selected characteristics of the leaders is shown
in Table 23.

There was no statistically significant difference between

the 4-H leaders' conceptual role framework and any of the selected per
sonal characteristics.

The personal characteristics included informa

tion on sex, age, education, household income, place of residence, chil
dren in home in 4-H, previous 4-H membership, Florida 4-H leadership
tenure, total 4-H leadership tenure, time devoted to 4-H work, 4-H dis
trict locale, and Extension supervisory district locale.
The difference between the 4-H leaders' conceptual framework of
what they believed the 4-H coordinators' perception was of the leaders'
4-H Club role and selected characteristics of the leaders is shown in
Table 24.

There was a statistically significant difference between sex

and the leaders' aforementioned conceptual framework.

Further examina

tion of the data revealed that the male respondents had greater procliv
ity toward conceptualization of the 4-H coordinators' perception of the
leaders' Club role than the female respondents.
There was no statistically significant difference between the 4-H
leaders' conceptual framework and the following selected personal char
acteristics:

age, education, household income, place of residence,

children in home in 4-H, previous 4-H membership, Florida 4-H leadership
tenure, total 4-H leadership tenure, time devoted to 4-H work, 4-H dis
trict locale, and Extension supervisory district locale.
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TABLE 23
DIFFERENCE BETWEEN 4-H LEADERS1 CONCEPTUAL FRAMEWORK OF
THE LEADERS' 4-H CLUB ROLEa AND SELECTED PERSONAL
CHARACTERISTICS PERTAINING TO SUCH LEADERS15,
FLORIDA, 1972

2C

Personal Characteristics (N=183)

X

Sex

6.20

4

.1827

Age

12.60

20

.8939

Education attained

13.45

20

.8574

Household income

11.21

20

.9404

Place of residence

11.74

20

.9247

Children in home in 4-H

.35

4

.9829

Previous 4-H membership

3.92

4

.4173

Florida 4-H leadership tenure

23.25

20

.2760

Total 4-H leadership tenure

30.35

28

.3463

Percentage of time doing 4-H work

37.79

28

.1022

4-H district locale

35.70

36

.4827

6.40

12

.8944

Extension supervisory district locale

^Dependent variable
Independent variable
^Chi-square
Degrees of freedom
Probability

D.F?

Pe
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TABLE 24
DIFFERENCE BETWEEN 4-H LEADERS’ CONCEPTUAL FRAMEWORK OF WHAT THE
LEADER BELIEVES THE 4-H COORDINATORS' PERCEPTION IS OF
THE LEADERS' 4-H CLUB ROLEa AND SELECTED PERSONAL
CHARACTERISTICS PERTAINING TO SUCH LEADERSb ,
FLORIDA, 1972

Personal Characteristics (N=183)

X

2C

D.F.d

Pe

Sex

11.38

4

, .0224

Age

14.99

20

.7773

Education attained

17.78

20

.6020

Household income

24.13

20

.2362

Place of residence

26.48

20

.1500

Children in home in 4-H

4.87

4

.2999

Previous 4-H membership

2.84

4

.5871

Florida 4-H leadership tenure

10.31

20

.9619

Total 4-H leadership tenure

17.29

28

.9425

Percentage of time doing 4-H work

22.15

28

.7743

4-H district locale

29.26

36

.7795

Extension supervisory district locale

12.00

12

.4455

aDependent variable
b Independent variable
cChi-square
^Degrees of freedom
Probability
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The difference between the 4-H leaders' personal characteristics
and the differential numerical score categories derived from the lead
ers' perceptive understanding of the selected 4-H program functions is
shown in Table 25.

The differential numerical score categories were

derived from the difference scores and accumulative numerical scores in
accordance with the procedures outlined in the preceding chapter.
There was no statistically significant difference between the
respondents' differential score categories and the following personal
characteristics:

sex, age, education attained, household income, place

of residence, children in home in 4-H, previous 4-H membership, percent
age of time doing 4-H work, 4-H district locale, and Extension supervi
sory district locale.
There was a statistically significant difference between the
aforementioned numerical score categories and the personal characteris
tics pertaining to Florida 4-H leadership tenure and total 4-H leader
ship tenure.

Further examination of the data revealed an affinity among

respondents, with shorter duration of Florida 4-H leadership tenure, for
low differential score categories.

In addition, there was an affinity

among respondents, with shorter total 4-H leadership tenure, for low
differential score categories.
Although the personal characteristic pertaining to children in
home in 4-H was not statistically significant, its proximity to the .05
level of probability warrants it being considered as possibly signifi
cant.
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TABLE 25
DIFFERENCE BETWEEN 4-H LEADERS’ SELECTED PERSONAL CHARACTERISTICS3
AND DIFFERENTIAL NUMERICAL SCORE CATEGORIES DERIVED FROM
LEADERS' PERCEPTION OF 4-H PROGRAM FUNCTIONS13,
FLORIDA, 1972

N=183
2C

D.F.d

Pe

Sex

2.58

2

.2740

Age

12.82

10

.2329

Education attained

7.44

10

.6842

Household income

8.74

10

.5579

10.60

10

.3890

Children in home in 4-H

5.45

2

.0637

Previous 4-H membership

.72

2

.7009

Florida 4-H leadership tenure

22.63

10

.0123

Total 4-H leadership tenure

29.82

14

.0082

Percentage of time doing 4-H work

16.83

14

.2647

4-H district locale

11.58

18

.8684

2.04

6

.9157

Personal Characteristics

Place of residence

Extension supervisory district locale

independent variable
^Dependent variable
cChi-square
^Degrees of freedom
Probability
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The frequency and percentage distribution of the 4-H leaders by
sex is shown in Table 26.

The percentage distribution indicated that

14 percent of the respondents were male and 86 percent were female.
The vast majority of the respondents were female.

TABLE 26
FREQUENCY AND PERCENTAGE DISTRIBUTION OF
FLORIDA 4-H LEADERS BY SEX, 1972

N=183
Frequency Percent

Sex
Male
Female

26

14

157

86

Table 27 shows that only 4 percent of the respondents were 20 to
24 years of age, 9 percent were 25 to 29 years of age, 44 percent were
30 to 39 years of age, 28 percent were 40 to 49 years of age, 13 percent
were 50 to 59 years of age, and only 2 percent were 60 years of age or
older.
Although less than one-sixth, 13 percent, of the respondents
were 29 years of age or less, more than half, 57 percent, of them were
39 years of age or less.

Almost three-fourths, 72 percent, of the

respondents were 30 to 49 years of age, inclusive.
The data in Table 10 also reveal that 15 percent of the respon
dents were 50 years of age or older.

Therefore, 85 percent of the

respondents were less than 50 years of age.
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TABLE 27
FREQUENCY AND PERCENTAGE DISTRIBUTION OF
FLORIDA 4-H LEADERS BY AGE, 1972

N==183
Age

Frequency

Percent

20-24 years

8

4

25-29 years

17

9

30-39 years

80

44

40-49 years

51

28

50-59 years

24

13

3

2

60 years or over

Table 28 shows that 98 percent of the 4-H leaders completed
elementary school, all of them completed the 6th grade, and only 2
percent had not progressed beyond the 8th grade.
The data also reveal

that 10 percent of the respondents com

pleted 1 to 3 years of high

school, 44 percent completed 4 years of

highschool, 31 percent completed 1
were

to 3 years of college, 6 percent

college graduates, and 7 percent had been involved in post-graduate

study.
A comparatively large number, 44 percent, of the respondents
had completed educational grade levels beyond high school.

Although a

majority, 54 percent, of the respondents had been to high school and had
not completed any years of college, 98 percent had completed a year or
more of high school or college.
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TABLE 28
FREQUENCY AND PERCENTAGE DISTRIBUTION OF FLORIDA
4-H LEADERS BY EDUCATIONAL LEVELS, 1972

N==183
Highest Grade Completed In School

Frequency

Percent

Elementary School
1st to 4th grade

-

-

5th to 6th grade

-

-

7th to 8th grade

3

2

1 to 3 years

18

10

4 years

80

44

1 to 3 years

57

31

4 years (graduated)

12

6

More (post-graduate)

13

7

High School

College

The data shown in Table 29 reveal that 36 percent of the 4-H
leaders live on a farm or ranch located in open country, 20 percent
live in an open country setting, but not on a farm.or ranch, 18 percent
live in a town or community with a population of less than 10,000, 11
percent live in a town or city with a population of 10,000 to 50,000,
11 percent live in a suburb or city of over 50,000 population, and 4
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percent live in a central city of over 50,000 population.

A majority,

56 percent, of the respondents lived in an open country environmental
setting, and 15 percent were from suburbs, cities, or central cities of
over 50,000 population.

TABLE 29
FREQUENCY AND PERCENTAGE DISTRIBUTION OF
FLORIDA 4-H LEADERS BY PLACE
OF RESIDENCE, 1972

N=-183
Place of Residence

Frequency

Percent

Open Country Farm or Ranch

66

36

Open Country, No Farm or Ranch

36

20

Town or Community of Under 10,000 Population

33

18

Town or City of 10,000 to 50,000 Population

21

11

Suburb or City of Over 50,000 Population

20

11

7

4

Central City of Over 50,000 Population

Table 30 relates to the annual net income of the leaders1 total
household.

The data indicate that 2 percent of the respondents had less

that $2,000 total household net income, 2 percent were at the $2,000 to
$3,999 level, 7 percent had $4,000 to $5,999, 10 percent had $6,000 to
$7,999, and 25 percent had $8,000 to $9,000.

The majority, 54 percent,

of the respondents had a total household net income of over $10,000.
Only 4 percent of the respondents were below the $4,000 level.
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TABLE 30
FREQUENCY AND PERCENTAGE DISTRIBUTION OF
FLORIDA 4-H LEADERS BY TOTAL HOUSEHOLD
NET INCOME, 1972

N==183
Total Household Net Income

Frequency

Percent

Less than $2,000

3

2

$2,000 - $3,999

4

2

$4,000 - $5,999

13

7

$6,000 - $7,999

19

10

$8,000 - $9,999

45

25

$10,000 or over

99

54

The frequency and percentage distribution data shown in Table 31
reveal that 44 percent of the 4-H leaders were former 4-H members and
the majority, 56 percent, had never been 4-H members.

TABLE 31
FREQUENCY AND PERCENTAGE DISTRIBUTION OF
FLORIDA 4-H LEADERS WHO ARE FORMER
4-H MEMBERS, 1972

N=183
Former 4-H Member
Yes
No

Frequency

Percent

81

44

102

56
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The percent of community service time devoted to 4-H leadership
functions by the respondents is shown in Table 32,

Almost two-thirds,

65 percent, of the 4-H leaders devoted less than 20 percent of their
time to 4-H leadership functions.

Only 13 percent of the respondents

devoted 30 percent or more of their community service time to 4-H
leadership functions.

TABLE 32
FREQUENCY AND PERCENTAGE DISTRIBUTION OF FLORIDA 4-H
LEADERS BY PERCENT OF COMMUNITY SERVICE TIME
DEVOTED TO FLORIDA 4-H LEADERSHIP
FUNCTIONS, 1972

________ N=183
Time Devoted to Florida 4-H Leadership Functions

Frequency

Percent

0-9 Percent

64

35

10-19 Percent

56

30

20-29 Percent

40

22

30-39 Percent

13

7

40-49 Percent

4

2

50-59 Percent

2

1

60-69 Percent

-

-

70-79 Percent

3

2

80-89 Percent

-

-

90-100 Percent

1

1
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Table 33 shows that 78 percent of the 4-H leaders had children
who were presently 4-H members.

However, less than one-fourth, 22 per

cent, of the respondents had children who were not presently 4-H members.
The majority of leaders had children who were 4-H members.

TABLE 33
FREQUENCY AND PERCENTAGE DISTRIBUTION OF FLORIDA
4-H LEADERS WHOSE OWN CHILDREN ARE
4-H MEMBERS, 1972

N=183
Leaders' Own Children Are 4-H Members
Yes
No

Frequency

Percent

143

78

40

22

The frequency and percentage distribution of the respondents
relative to the number of years they were 4-H leaders in the state of
Florida is shown in Table 34.

The data reveal that over one-fourth, 26

percent of the respondents were first year leaders, 46 percent were
leaders for 2 to 5 years, 18 percent for 6 to 10 years, 8 percent for
11 to 15 years, 1 percent for 16 to 20 years, and 1 percent for 21 to
25 years.

None of the respondents had been 4-H leaders for more than

25 years.
Almost three-fourths, 72 percent, of the respondents had no more
than 5 years of 4-H leader experience in Florida.

Only 10 percent of

the respondents had more than 10 years of 4-H leader experience.
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TABLE 34
FREQUENCY AND PERCENTAGE DISTRIBUTION OF FLORIDA
4-H LEADERS BY YEARS OF FLORIDA 4-H ADULT
LEADER EXPERIENCE, 1972

N=>183
Florida 4-H Adult Leader Experience

Frequency

Percent

0-1 year

48

26

2-5 years

83

46

6-10 years

33

18

11-15 years

15

8

16-20 years

2

1

21-25 years

2

1

26-30 years

-

-

Over 30 years

-

-

Table 35 relates to the total years of 4-H leadership experience
the respondents had, irrespective of geographic location.

The data

show that 25 percent of the respondents did not have more than 1 year
of experience, 46 percent had 2 to 5 years of experience, 17 percent had
6 to 10 years, 9 percent had 11 to 15 years, 1 percent had 16 to 20
years, 1 percent had 21 to 25 years, and 1 percent had 26 to 30 years of
experience.

None of the respondents had over 30 years of experience.

Almost three-fourths, 71 percent, of the respondents had 5 years
or less of experience as a 4-H leader.

Only 12 percent of the respon

dents had over 10 years of total 4-H leadership experience.
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TABLE 35
FREQUENCY AND PERCENTAGE DISTRIBUTION OF FLORIDA 4-H
LEADERS BY TOTAL YEARS OF 4-H ADULT
LEADER EXPERIENCE, 1972

N=183
Total 4-H Adult Leader Experience

Frequency

Percent

0-1 year

46

25

2-5 years

83

46

6-10 years

32

17

11-15 years

16

9

16-20 years

2

1

21-25 years

2

1

26-30 years

2

1

Over 30 years

-

-

The data presented in Table 36 indicate the respective Florida
4-H districts in which the respondents conducted 4-H leader work.
Six percent of the respondents were from district 1, 12 percent from
district 2, 8 percent from district 3, 5 percent from district 4, 9 per
cent from district 5, 9 percent from district 6, 11 percent from district
7, 17 percent from district 8, 8 percent from district 9, and 15 percent
from district 10.
The largest percentage of respondents per district were from 4-H
districts 2, 7, 8, and 10.
cent of the respondents.

These four districts accounted for 55 per
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TABLE 36
FREQUENCY AND PERCENTAGE DISTRIBUTION OF FLORIDA 4-H
LEADERS BY FLORIDA 4-H DISTRICT IN WHICH 4-H
LEADER WORK IS CONDUCTED, 1972

N==183
Florida 4-H District
District 1

Frequency
- ,

■

Percent

10

6

District 2

22

12

District 3

14

8

District 4

9

5

District 5

17

9

District 6

16

9

District 7

21

11

District 8

32

17

District 9

15

8

District 10

27

15

Table 37 indicates the frequency and percentage distribution of
4-H leaders relative to the Extension supervisory districts in which
they reside.

The data show that 23 percent of the respondents were in

district 1, 32 percent in district 2, 19 percent in district 3, and 26
percent in district 4.

Districts 2 and 4 had the greatest percentage,

58 percent, of respondents combined from any two districts, and dis
tricts 1 and 3 had the least percentage, 42 percent, of respondents
combined from any two districts.
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TABLE 37
FREQUENCY AND PERCENTAGE DISTRIBUTION OF FLORIDA 4-H
LEADERS BY FLORIDA EXTENSION SUPERVISORY
DISTRICT IN WHICH 4-H LEADER
RESIDES, 1972

N=183
Extension Supervisory District

Frequency

Percent

District 1:

West Florida

42

23

District 2:

West Coast Florida

59

32

District 3:

Central Florida

34

19

District 4:

East Coast Florida

48

26
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Combinative Coordinator-Leader Findings
This section deals primarily with the null hypothesis in the pre
ceding chapter that states there is no difference, at the .05 level of
probability, between the differential understanding that leaders have
and need, and the understanding the coordinators believe leaders have
and need, regarding selected 4-H program functions.

In addition, find

ings relative to comparative role perceptions of the 4-H coordinators
and 4-H leaders are presented.
Table 38 shows the difference between the mean understanding that
4-H coordinators believe 4-H leaders "Have" and the mean understanding
4-H leaders "Have" of the selected 4-H program functions.

There was a

statistically significant difference found in the case of 21 of the 50
program functions.

Therefore, the portion of the above null hypothesis

that states there is no difference between the understanding that lead
ers have and the understanding the coordinators believe leaders have was
rejected in the case of 42 percent of the selected 4-H program functions.
The mean scores of all of the 21 items that showed a statisti
cally significant difference, except one, reflected the fact that the
4-H coordinators believe the 4-H leaders "Have" less of an understanding
of those particular functions than the understanding the leaders them
selves believe they "Have."
aforementioned exception.

The opposite condition was true of the
Six of the program functions that were not

statistically significant were in proximity to the .05 level of probabil
ity and were deemed possibly significant.
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TABLE 38
DIFFERENCE BETWEEN MEAN UNDERSTANDING 4-H COORDINATORS BELIEVE
4-H LEADERS "HAVE" AND MEAN UNDERSTANDING 4-H LEADERS
"HAVE" OF SELECTED 4-H PROGRAM FUNCTIONS,
FLORIDA, 1972

Mean Scorea
Program Functions

Have*5

Havec

F Value

F Prob.

The precise responsibilities and
duties of the 4-H Organizational
Leader.

2.58

2.41

2.29

.1274

Specific role of the County Exten
sion 4-H Coordinator in support
ing the Leaders' needs.

2.66

2.41

3.75

.0507

Best way to quickly obtain the
services of the County Extension
4-H Coordinator when specific pro
fessional assistance is needed.

2.22

1.92

5.09

.0234

Purpose and function of the County
Extension 4-H Advisory Committee.

3.58

3.32

2.56

.1067

Purpose and function of the State
4-H Staff in supporting the county
4-H program.

3.61

3.24

6.65

.0102

Purpose and function of the Nation
al 4-H Staff in supporting the
county 4-H program.

4.06

3.55

11.67

.0011

Federal laws and regulations which
protect the 4-H Program from harm
ful exploitation.

4.17

3.85

3.90

.0463

Financial needs for the effective
operation of the county 4-H pro
gram.

3.19

3.18

.01

.9436

The role and effect of 4-H spon
sors and donors in assisting the
county 4-H program.

3.20

3.02

1.38

.2379
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TABLE 38 - Continued
Mean Scorea
Program Functions

Have^

Have0

F Value

F Prob.

How to develop a new 4-H community club that will remain active
and meaningful.

3.06

2.77

4.46

.0333

Ways and means of developing an
effective sponsoring committee
for a 4-H community club.

3.88

3.58

4.47

.0333

How to properly plan an effective
4-H Club program for maximum
results.

3.20

2.69

18.98

.0001

Clever and effective methods for
recruiting potential 4-H members.

3.23

2.80

11.98

.0010

Modern educational techniques
that can be used to good advan
tage in working with 4-H'ers on
an individual and group basis.

3.34

3.02

5.94

.0148

How 4-H Junior Leaders can be
used to best advantage in
assisting the Leader.

3.09

2.69

9.53

.0026

Effective methods and techniques
for working with 4-H boys and
girls jointly.

3.11

3.02

.37

.5474

Effective methods and techniques
for working with 4-H'ers whose
ages and interests vary consid
erably.

3.33

2.97

7.87

.0056

Special methods and techniques
for reaching low-income and
disadvantaged 4-H youth.

3.82

3.45

6.07

.0137

Ways and means of keeping parents of 4-H'ers informed,
interested, and involved in
their child's 4-H activities.

3.17

2.97

2.42

.1163
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TABLE 38 - Continued
Mean Scorea
Program Functions

Have^

Havec

F Value

F Prob.

Procedures recommended by the
County Extension 4-H Coordina
tor for dealing with youth dis
ciplinary problems which 4-H
Leaders may encounter.

3.15

3.36

1.69

.1916

Principle reasons behind the
extensive use of projects in
the 4-H Program.

2.95

2.46

12.35

.0009

Descriptions and requirements of
the various projects available to
4-H’ers.

2.84

2.39

16.14

.0002

How to obtain a higher percentage
of project completions among
4-H'ers.

3.11

2.88

3.67

.0533

Principle reasons behind the
extensive use of project record
books in the 4-H Program.

3.07

2.40

27.43

.0001

Proper procedure for processing
project record books for compe
tition in the county 4-H recog
nition program.

3.12

2.77

5.69

.0169

Standards of perfection that
the county record review com
mittee follows when judging
4-H project records.

3.30

3.15

.83

.6348

Standards of perfection that
are followed in judging 4-H
project records in state com
petition.

3.82

3.59

2.45

.1141

Methods and techniques used by
Extension to recognize 4-H'ers
for outstanding participation
and achievement in the 4-H
Program.

3.00

2.91

.31

.5805
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TABLE 38 - Continued
Mean Score
Program Functions

Have

E----c
Have

F Value

F Prob.

Methods and techniques used by
Extension to recognize Leaders
for their service and outstand
ing participation in the 4-H
Program.

3.11

3.22

.49

.5109

Fund raising opportunities that
can be used to good advantage by
4-H groups and individuals need
ing a money-making enterprise.

2.98

2.89

.40

.5339

Descriptions and requirements
of the various 4-H activities
and events available to 4-H'ers.

2.80

2.63

2.12

.1425

Methods Leaders may use to properly insure 4-H'ers who parti
cipate in certain 4-H activities
and events where insurance is
desirable.

3.12

3.20

.19

.6642

How 4-H'ers may become eligible
to participate in the county
4-H camping program.

2.25

2.02

3.01

.0799

How 4-H'ers may become eligible
to participate in state spon
sored 4-H camps featuring
leadership-citizenship, horses,
conservation, automobile, elec
tricity, and other specialty
areas.

2.95

2.88

.20

.6547

Ways of incorporating citizenshipleadership values into 4-H pro
grams and activities.

3.34

2.98

7.74

.0059

Purpose and function of the County
4-H Council which is usually com
posed of youth representatives
from each 4-H Club in the county.

3.06

2.63

8.57

.0040
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TABLE 38 - Continued_______________________________________________________
Mean Score3
Program Functions

Have^

Havec

F Value

F Prob.

Purpose and function of the
Florida 4-H Council which is
composed of youth representa
tives from each Florida 4-H
District.

3.80

3.19

15.49

.0003

The working relationship be
tween the County 4-H Council
and the Florida 4-H Council.

3.84

3.56

3.44

.0613

Purpose of the Florida 4-H Con
gress held annually at the Uni
versity of Florida.

3.12

3.11

.01

.9393

How Leaders and 4-H'ers become
eligible to attend the Florida
4-H Congress.

3.06

3.25

1.19

.2751

Purpose of the National 4-H
Congress held annually in Chi
cago, Illinois.

2.69

3.36

4.13

.0405

How a 4-H'er may become eligi
ble to attend the National 4-H
Congress.

3.53

3.31

1.77

.1804

Ways and means of involving
4-H'ers in the annual observance
of National 4-H Week.

3.04

3.00

.08

.7720

Availability and usefulness of
the National 4-H News Magazine
for Leaders and 4-H'ers.

3.04

2.84

1.43

.2306

How a Leader may become eligible
to attend the annual Southern
Region 4-H Leaders' Forum.

3.77

4.08

3.54

.0577

Methods and techniques for uti
lizing local mass media (news
paper, television, radio)
resources to good advantage.

3.04

2.99

.12

.7235
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TABLE 38 - Continued
Mean Score3
Program Functions

Haveb

Havec

Sources of free visual aids
(slides, movies, posters,
charts, etc.) for use in con
ducting special 4-H programs.

3.23

3.13

.37

.5474

Sources of free 4-H literature
for use in providing useful
reference materials for 4-H’ers
and Leaders.

3.01

2.73

3.27

.0679

How to use the annual 4-H
Poster Contest as a clever
method of promoting creative
self-expression.

3.61

3.25

5.82

.0157

Practical and realistic
"how to" ideas for conduct
ing highly successful 4-H pro
grams and activities.

3.28

3.08

2.81

.0907

F Value

F Prob.

aScale of Understanding: 1.00, Intensive; 2.00, Considerable;
3.00, Some; 4.00, Little; 5.00, None
^Coordinator
cLeader
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Table 39 shows the difference between the mean understanding that
4-H coordinators believe 4-H leaders "Need" and the mean understanding
4-H leaders "Need" of the selected 4-H program functions.

There was a

statistically significant difference found in the case of 27 of the 50
program functions.

Therefore, the portion of the preceding null hypoth

esis that states there is no difference between the understanding the
leaders believe they need and the understanding the coordinators believe
leaders need was rejected in the case of 54 percent of the selected 4-H
program functions.
The mean scores of all the 27 items that showed a statistically
significant difference reflected the fact that the 4-H coordinators
believe the 4-H leaders "Need" more understanding of those particular
functions than the understanding the leaders themselves believe they
"Need."

Four of the program functions that were not statistically

significant were in proximity to the .05 level of probability and were
deemed possibly significant.
A comparison of the "Have/Have" and "Need/Need" data shown in
Table 38 and 39 further reveals that 12 of the program functions in each
table, that were statistically significant, were identically paired with
regard to subject matter content.

Therefore, the complete hypothesis,

i.e., including its two component considerations, that was stated in the
beginning of this section was rejected in toto in the case of 24 percent
of the selected 4-H program functions.

Fourteen, 28 percent, of the

program functions in each table, that were not statistically significant,
were also identically paired with regard to subject matter.
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TABLE 39
DIFFERENCE BETWEEN MEAN UNDERSTANDING'4-H COORDINATORS BELIEVE
4-H LEADERS "NEED" AND MEAN UNDERSTANDING 4-H LEADERS
"NEED" OF SELECTED 4-H PROGRAM FUNCTIONS,
FLORIDA, 1972

Mean Score3
Program Functions

Need**

Needc

The precise responsibilities and
duties of the 4-H Organizational
Leader.

1.77

Specific role of the County Exten
sion 4-H Coordinator in support
ing the Leaders' needs.

F Value

F Prob.

2.48

23.30

.0001

2.00

2.74

20.25

.0001

Best way to quickly obtain the
services of the County Extension
4-H Coordinator when specific pro
fessional assistance is needed.

2.38

3.07

11.56

.0012

Purpose and function of the County
Extension 4-H Advisory Committee.

2.04

2.53

11.35

.0013

Purpose and function of the State
4-H Staff in supporting the county
4-H program.

2.39

2.53

.97

.6758

Purpose and function of the Nation
al 4-H Staff in supporting the
county 4-H program.

2.69

2.45

3.13

.0741

Federal laws and regulations which
protect the 4-H Program from harm
ful exploitation.

2.38

2.29

.35

.5569

Financial needs for the effective
operation of the county 4-H pro
gram.

2.31

2.54

2.51

.1099

The role and effect of 4-H spon
sors and donors in assisting the
county 4-H program.

2.23

2.71

9.69

.0025
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TABLE 39 - Continued
Mean Scorea
Program Functions

Need^

Needc

F Value

F Pro b .

How to develop a new 4-H commun
ity club that will remain active
and meaningful.

1.76

2.46

20.54

.0001

Ways and means of developing an
effective sponsoring committee
for a 4-H community club.

2.17

2.27

.59

.5506

How to properly plan an effective
4-H Club program for maximum
results.

1.65

2.27

18.40

.0001

Clever and effective methods for
recruiting potential 4-H members.

1.96

2.54

12.36

.0009

Modern educational techniques
that can be used to good advan
tage in working with 4-H'ers on
an individual and group basis.

1.90

2.34

10.19

.0020

How 4-H Junior Leaders can be
used to best advantage in
assisting the Leader.

2.07

2.46

6.86

.0092

Effective methods and techniques
for working with 4-H boys and
girls jointly.

1.98

2.41

8.13

.0050

Effective methods and techniques
for working with 4-H'ers whose
ages and interests vary consid
erably.

1.87

2.19

4.96

.0251

Special methods and techniques
for reaching low-income and
disadvantaged 4-H youth.

2.09

2.54

8.08

.0051

Ways and means of keeping parents of 4-H'ers informed,
interested, and involved in
their child's 4-H activities.

1.82

2.28

9.53

.0026
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TABLE 39 - Continued
Mean Scorea
Program Functions

Need'3

Needc

F Value

Procedures recommended by the
County Extension 4-H Coordina
tor for dealing with youth dis
ciplinary problems which 4-H
Leaders may encounter.

2.44

2.65

1.70

.1893

Principle reasons behind the
extensive use of projects in
the 4-H Program.

2.23

2.72

8.83

.0036

Descriptions and requirements of
the various projects available to
4-H'ers.

2.15

2.68

11.31

.0013

How to obtain a higher percentage
of project completions among
4-H'ers.

1.96

2.26

4.34

.0357

Principle reasons behind the
extensive use of project record
books in the 4-H Program.

2.23

2.75

10.74

.0016

Proper procedure for processing
project record books for compe
tition in the county 4-H recog
nition program.

2.26

2.55

3.11

.0748

Standards of perfection that
the county record review com
mittee follows when judging
4-H project records.

2.30

2.46

1.18

.2763

Standards of perfection that
are followed in judging 4-H
project records in state com
petition.

2.26

2.20

.22

.6420

Methods and techniques used by
Extension to recognize 4-H'ers
for outstanding participation
and achievement in the 4-H
Program.

2.22

2.45

2.16

.1382

F Prob.
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TABLE 39 - Continued
Mean Score3
Program Functions

Need^

Needc

Methods and techniques used by
Extension to recognize Leaders
for their service and outstand
ing participation in the 4-H
Program.

2.33

2.78

7.93

.0054

Fund raising opportunities that
can be used to good advantage by
4-H groups and individuals need
ing a money-making enterprise.

2.71

2.85

.77

.6165

Descriptions and requirements
of the various 4-H activities
and events available to 4 - H ’ers.

2.25

2.52

3.22

.0700

Methods Leaders may use to prop
erly insure 4-H'ers who parti
cipate in certain 4-H activities
and events where insurance is
desirable.

2.34

2.57

1.88

.1674

How 4-H’ers may become eligible
to participate in the county
4-H camping program.

2.63

3.31

12.00

.0010

How 4-H'ers may become eligible
to participate in state spon
sored 4-H camps featuring
leadership-citizenship, horses,
conservation, automobile, elec
tricity, and other specialty
areas.

2.47

2.62

.76

.6144

Ways of incorporating citizenshipleadership values into 4-H pro
grams and activities.

2.01

2.44

8.96

.0034

Purpose and function of the County
4-H Council which is usually com
posed of youth representatives
from each 4-H Club in the county.

2.41

2.69

3.18

.0719

F Value

F Prob.
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TABLE 39 - Continued
Mean Score3
Program Functions

Needb

Needc

Purpose and function of the
Florida 4-H Council which is
composed of youth representa
tives from each Florida 4-H
District.

2.60

2.56

.07

.7841

The working relationship be
tween the County 4-H Council
and the Florida 4-H Council.

2.66

2.45

2.26

.1296

Purpose of the Florida 4-H Con
gress held annually at the Uni
versity of Florida.

2.42

2.60

1.26

.2614

How Leaders and 4-H'ers become
eligible to attend the Florida
4-H Congress.

2.38

2.48

.41

.5253

Purpose of the National 4-H
Congress held annually in Chi
cago, Illinois.

2.41

2.53

.56

.5403

How a 4-H'er may become eligi
ble to attend the National 4-H
Congress.

2.49

2.53

.05

.8072

Ways and means of involving
4-H'ers in the annual observance
of National 4-H Week.

2.23

2.55

4.22

.0384

Availability and usefulness of
the National 4-H News Magazine
for Leaders and 4-H'ers.

2.36

2.83

7.07

.0083

How a Leader may become eligible
to attend the annual Southern
Region 4-H Leaders' Forum.

2.47

2.45

.01

.8856

Methods and techniques for uti
lizing local mass media (news
paper, television, radio)
resources to good advantage.

2.19

2.58

6.00

.0143

F Value

F Prob.
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TABLE 39 - Continued
Mean Score3
Program Functions

Need13

Needc

Sources of free visual aids
(slides, movies, posters,
charts, etc.) for use in con
ducting special 4-H programs.

2.20

2.54

4.10

.0411

Sources of free 4-H literature
for use in providing useful
reference materials for 4-H'ers
and Leaders.

2.26

2.77

8.76

.0037

How to use the annual 4-H
Poster Contest as a clever
method of promoting creative
self-expression.

2.44

2.51

Practical and realistic
"how to" ideas for conduct
ing highly successful 4-H pro
grams and activities.

1.79

2.19

F Value

CM

8.74

F Prob.

.6302

.0037

a Scale of Understanding: 1.00, Intensive; 2.00, Considerable;
3.00, Some; 4.00, Little; 5.00, None
^Coordinator
cLeader
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The data shown in Table 40 deal with the 4-H coordinators' and
4-H leaders' perception of their respective role in the 4-H Club and
their perception of each others' respective role in the 4-H Club.

Part

"A" of the table indicates there was no statistically significant dif
ference between the 4-H coordinators' mean definition of the coordina
tors' 4-H Club role and the 4-H leaders' mean definition of the leaders'
4-H Club role.
ing.

However, there is the possibility of a significant find

Part "B" of the table indicates there was a statistically signifi

cant difference between the 4-H coordinators' mean definition of the 4-H
leaders' perception of the coordinators' 4-H Club role and the 4-H lead
ers' mean definition of the coordinators' perception of the leaders'
4-H Club role.

TABLE 40
ANALYSES OF 4-H COORDINATORS' AND 4-H LEADERS' PERCEPTION
OF THEIR RESPECTIVE ROLE IN THE 4-H CLUB AND THEIR
PERCEPTION OF EACH OTHERS' RESPECTIVE ROLE
IN THE 4-H CLUB, FLORIDA, 1972

Selected Role Analyses

Mean Score
Coord. Leader

F Value

F Prob.

A.

Difference between 4-H coordina
tors ' mean definition of the co
ordinators ' 4-H Club role and the
4-H leaders' mean definition of
the leaders' 4-H Club role

2.17

1.89

2.87

.0874

B.

Difference between 4-H coordina
tors' mean definition of 4-H
leaders' perception of the coor
dinators ' 4-H Club role and 4-H
leaders' mean definition of coor
dinators' perception of the lead
ers' 4-H Club role

2.36

1.85

9.17

.0031

CHAPTER V

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

Summary

Purpose of Study:
The primary purpose of this study was to investigate Florida
County Extension 4-H coordinators and 4-H adult volunteer organizational
leaders regarding the perceptivity of each group relative to the 4-H
leaders1 understanding of selected 4-H program functions.

This purpose

evolved from a need to delineate as finitely as possible certain consis
tencies and/or inconsistencies present in selected 4-H relationships
between 4-H coordinators and 4-H leaders that expedite and/or inhibit
maintenance and expansion of the volunteer leader phase of the Florida
4-H Program.
The secondary purpose of this study was to develop additional
evidence, from an examination of role expectations and selected personal
characteristics of 4-H coordinators and 4-H leaders, to facilitate the
state 4-H staff in developing more cohesive program support for Florida
4-H coordinators and 4-H leaders.

The primary and secondary purposes

were particularly important as a means of obtaining data essential to
the development of more effective training programs for 4-H coordinators
and 4-H leaders.
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Another purpose of this study was to create an increased aware
ness among 4-H coordinators and 4-H leaders that the Florida 4-H Depart
ment in particular, and the Florida Cooperative Extension Service in
general, are genuinely concerned about the 4-H needs, problems, and
attitudes of its professional and lay leaders in the state 4-H program.
The study was also utilized as a method of improving human relations
through social interaction between the state 4-H staff, 4-H coordina
tors, 4-H leaders, and others.
One of the basic goals of the study related to finding more
effective ways of minimizing "lost motion" by maximizing human resources,
e.g., 4-H coordinators and 4-H leaders.

Although the emphasis of the

study was directed toward the 4-H volunteer leader, the 4-H coordinator
was a vital link in the framework of the research project.

The schema

was to combine the two related independent sources of information into
a complementary counterpoint of data which would be synergistic in
effect, thus maximizing productivity.

Methodology:
Two similar, but separate, mail questionnaires were used to col
lect data from a population of 4-H coordinators and a stratified random
sample of 4-H leaders throughout Florida.

A total of 66 4-H coordina

tors, one in each county, received a questionnaire, and a sample of 292
leaders received questionnaires.

The stratified random sample was

developed from four alphabetized list samples which contained a total of
874 names.

Every third name was chosen so that approximately one-third
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of the leaders were selected to receive questionnaires.

The four list

samples contained the names and addresses of the approximate population
of 4-H leaders in each of the four Extension supervisory districts in
Florida.
The questionnaires contained the following:

(1) a list of jury-

selected 4-H program functions, which were subjected to a scale of dual
understanding, that were identical in both groups of questionnaires;
(2) a role definition scale that was basically the same in both groups
of questionnaires; and (3) questions about personal characteristics that
differed considerably between the two sets of questionnaires.
The first section (1) of the questionnaire was designed to elicit
a response from the 4-H coordinator and 4-H leader regarding the degree
of understanding 4-H leaders "Have" compared to what they "Need" of
selected 4-H program functions that are believed to be important in the
role of an effective 4-H organizational leader.

A Likert-type scale of

understanding was utilized in an opinion continuum.

The second section

(2) of the questionnaire was designed as a conceptual frame of reference
scale to test the 4-H coordinators and 4-H leaders for role definition.
The descriptive role scales used in each of the two sets of question
naires were identical and were designed to provide an ordering of indi
viduals on the role characteristic being measured.

The third section

(3) of the questionnaire was utilized to examine some of the personal
characteristics of coordinators and leaders to further define the nature
of the respondents and the relationship of such characteristics to cer
tain aspects of the 4-H program functions and role definition consider
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ations.

The questionnaires were pretested, and the finalized instrument

was administered at the end of the 1972 spring semester.

A total of 63

(95 percent) 4-H coordinators responded, and 183 (62 percent) 4-H
leaders returned questionnaires.
The data on the returned questionnaires were subjected to several
sorting and arraying procedures.

The information was transferred to

code sheets and then key punched onto IBM cards in preparation for com
puter processing.

Analysis of variance, Chi-square tests, correlation

analyses, and frequency distributions were used in varying degrees to
assess various differences and relationships within the framework of the
study.

The .05 level of probability was accepted as being statistically

significant in all tests and measures dealing with differences and rela
tionships.

However, certain findings which indicated a condition of

possible significance were also noted.
Analysis of variance was used in determining the difference
between the means of the "Have" understanding and the "Need" understand
ing that each group of respondents reflected through the use of a scale
of understanding utilized in the first portion of the questionnaire.
Correlation coefficients were obtained to examine the relationship
between role definition and general understanding of the 4-H program
functions.

Correlation coefficients were also used to examine the rela

tionship between two role definition items in each group of respondents.
Chi-square tests were conducted to examine the difference between the
personal characteristics and the individual role definition items in
both groups of respondents.

Chi-square tests were also used to invest!-
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gate the difference between the personal characteristics and the differ
ential numerical score categories obtained from each group.

Frequency

and percentage distributions were computed for each of the personal
characteristics of the two groups of respondents.
All of the combinative coordinator-leader considerations were
examined through the use of analysis of variance procedures.
included the following:

They

(1) difference between the means of the "Have"

values of the coordinators and leaders; (2) difference between the means
of the "Need" values of the coordinators and leaders;

(3) difference

between the coordinators' first role definition item and the leaders'
first role definition consideration; and (4) difference between the
coordinators' second role definition item and the leaders' second role
definition consideration.

Null Hypotheses:
Several problems were identified in connection with the afore
mentioned objectives of this study.

However, the concern basic to the

primary purpose of the study dealt with an analysis of the difference
between the 4-H coordinators' and 4-H leaders' perception of selected
4-H program functions considered instrumental in the effective operation
of the county 4-H program.

Therefore, the following null hypotheses

were developed to guide the major portion of the research design and to
increase the likelihood of more precise results:
1.

There is no difference, at the .05 level of probability,
between the understanding that coordinators believe leaders
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have and the understanding they believe leaders need regard
ing selected 4-H program functions.
2.

There is no difference, at the .05 level of probability,
between the understanding that leaders believe they have

and

the understanding they believe they need regarding selected
4-H program functions.
3.

There is no difference, at the .05 level of probability,
between the differential relationship in the understanding
that leaders have and need, and the understanding the coordi
nators believe leaders have and need, regarding selected
4-H program functions.

4-H Coordinator Findings:
A statistically significant difference was found between the mean
understanding that 4-H coordinators believe 4-H leaders "Have" and the
mean understanding coordinators believe leaders "Need" of the selected
4-H program functions listed under "A" and "B" below.
A.

Coordinators believe leaders have more understanding than they
need of the following:
1.

B.

How 4-H'ers may become eligible to participate in the
county 4-H camping program.

Coordinators believe leaders need more understanding than they
have of the following:
1.

The precise responsibilities and duties of the 4-H Organiza
tional Leader.

2.

Specific role of the County Extension 4-H Coordinator in
supporting the Leaders' needs.
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3.

Purpose and function of the County Extension 4-H Advisory
Committee.

4.

Purpose and function of the State 4-H Staff in supporting
the county 4-H program.

5.

Purpose and function of the National 4-H Staff in supporting
the county 4-H program.

6.

Federal laws and regulations which protect the 4-H Program
from harmful exploitation.

7.

Financial needs for the effective operation of the county
4-H program.

8.

The role and effect of 4-H sponsors and donors in assisting
the county 4-H program.

9.

How to develop a new 4-H community club that will remain
active and meaningful.

10.

Ways and means of developing an effective sponsoring com
mittee for a 4-H community club.

11.

How to properly plan an effective 4-H Club program for maxi
mum results.

12.

Clever and effective methods for recruiting potential 4-H
members.

13.

Modern educational techniques that can be used to good advan
tage in working with 4-H'ers on an individual and group
basis.

14.

How 4-H Junior Leaders can be used to best advantage in
assisting the Leader.

15.

Effective methods and techniques for working with 4-H boys
and girls jointly.

16.

Effective methods and techniques for working with 4-H'ers
whose ages and interests vary considerably.

17.

Special methods and techniques for reaching low-income and
disadvantaged 4-H youth.

18.

Ways and means of keeping parents of 4-H'ers informed,
interested, and involved in their child's 4-H activities.
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19.

Procedures recommended by the County Extension 4-H Coordina
tor for dealing with youth disciplinary problems which 4-H
Leaders may encounter.

20.

Principle reasons behind the extensive use of projects in
the 4-H Program.

21 .

Descriptions and requirements of the various projects avail
able to 4-H'ers.

22 . How to obtain a higher percentage of project completions
among 4-H'ers.
23.

Principle reasons behind the extensive use of project record
books in the 4-H Program.

24.

Proper procedure for processing project record books for
competition in the county 4-H recognition program.

25.

Standards of perfection that the county record review com
mittee follows when judging 4-H project records.

26.

Standards of perfection that are followed in judging 4-H
project records in state competition.

27.

Methods and techniques used by Extension to recognize 4-H'ers
for outstanding participation and achievement in the 4-H
Program.

28.

Methods and techniques used by Extension to recognize Lead
ers for their service and outstanding participation in the
4-H Program.

29.

Descriptions and requirements of the various 4-H activities
and events available to 4-H'ers.

30.

Methods Leaders may use to properly insure 4-H'ers who par
ticipate in certain 4-H activities and events where insur
ance is desirable.

31.

How 4-H'ers may become eligible to participate in state
sponsored 4-H camps featuring leadership-citizenship, horses,
conservation, automobile, electricity, and other specialty
areas.

32.

Ways of incorporating citizenship-leadership values into 4-H
programs and activities.
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33.

Purpose and function of the County 4-H Council which is
usually composed of youth representatives from each 4-H Club
in the county.

34.

Purpose and function of the Florida 4-H Council which is com
posed of youth representatives from each Florida 4-H Dis
trict.

35.

The working relationship between the County 4-H Council and
the Florida 4-H Council.

36.

Purpose of the Florida 4-H Congress held annually at the
University of Florida.

37.

How Leaders and 4-H'ers become eligible to attend the Florida
4-H Congress.

38.

Purpose of the National 4-H Congress held annually in Chi
cago, Illinois.

39.

How a 4-H'er may become eligible to attend the National 4-H
Congress.

40.

Ways and means of involving 4-H'ers in the annual observance
of National 4-H Week.

41.

Availability and usefulness of the National 4-H News Magazine
for Leaders and 4-H'ers.

42.

How a Leader may become eligible to attend the annual South
ern Region 4-H Leaders' Forum.

43.

Methods and techniques for utilizing local mass media (news
paper, television, radio) resources to good advantage.

44.

Sources of free visual aids (slides, movies, posters, charts,
etc.) for use in conducting special 4-H programs.

45.

Sources of free 4-H literature for use in providing useful
reference materials for 4-H'ers and Leaders.

46.

How to use the annual 4-H Poster Contest as a clever
method of promoting creative self-expression.

47.

Practical and realistic "how to" ideas for conducting highly
successful 4-H programs and activities.
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C.

No statistically significant difference found in the following:
1.

Best way to quickly obtain the services of the County
Extension 4-H Coordinator when specific professional assist
ance is needed.

2.

Fund raising opportunities that can be used to good advantage
by 4-H groups and individuals needing a money-making enter
prise.

Several additional considerations dealing with the coordinators1
conceptual role framework, personal characteristics, and other concerns
were an inherent part of the study, and the findings which were reported
in the preceding chapter are summarized under "A" and MB" below.
A.

The following considerations were found to be statistically
significant at the .05 level of probability..
1.

The relationship between the coordinators’ mean definition of
their 4-H Club role and the mean definition they believe 4-H
leaders have of the coordinators’ role.

2.

The difference between score categories derived from the
coordinators' perception of the leaders' understanding of the
4-H program functions and the personal characteristic pertain
ing to previous 4-H membership experience of the coordinators.
Coordinators without previous 4-H membership experience had
the highest have-need score differential and those who had
been 4-H members exhibited the least differential.

B.

The following considerations were not found to be statistically
significant at the .05 level of probability.

The relationship between the coordinators' mean definition of
their 4-H Club role and the general understanding they
believe leaders have of the 4-H program functions.
The relationship between the coordinators' mean definition of
their 4-H Club role and the general understanding they
believe leaders need of the 4-H program functions.
The relationship between the mean definition coordinators
believe leaders have of the coordinators 4-H Club role and
the general understanding coordinators believe leaders have
of the 4-H program functions.
The relationship between the mean definition coordinators
believe leaders have of the coordinators' 4-H Club role and
the general understanding coordinators believe leaders need
of the 4-H program functions.
The difference between the coordinators' conceptual framework
of their 4-H Club role and selected personal characteristics
of the coordinators which included:

sex, age, previous 4-H

membership, highest academic degree, educational specialty,
Extension tenure (possibly significant), Extension position,
Extension salary, 4-H coordinator status, Extension super
visory district locale, 4-H district locale (possibly signi
ficant), and percentage of time doing 4-H duties.
The difference between the coordinators' conceptual framework
of what they believed the leaders' perception was of the
coordinators' 4-H Club role and selected personal character-
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istics of the coordinators which included:

sex, age, pre

vious 4-H membership, highest academic degree, educational
specialty, Extension tenure, Extension position, Extension
salary, 4-H coordinator status, Extension supervisory dis
trict locale, 4-H district locale, and percentage of time
doing 4-H duties.
7.

The difference between the score categories derived from the
coordinators1 perception of the leaders' understanding of the
4-H program functions and the coordinators' personal charac
teristics pertaining to the following:

sex (possibly signifi

cant), age, highest academic degree, educational specialty,
Extension tenure, Extension position, Extension salary, 4-H
coordinator status, Extension supervisory district locale,
4-H district locale, and percentage of time doing 4-H duties.
The selected assortment of personal characteristics pertaining to
the 4-H coordinators was utilized to further examine the nature of the
coordinators, and the findings which were reflected in frequency and
percentage distributions in the previous chapter are summarized as
follows:
1.

The majority, 52 percent, of respondents were male; a major
ity, 54 percent, were 39 years of age or less; and a major
ity, 54 percent, were former 4-H members.

2.

The highest degree held by a majority, 59 percent,
respondents was a Bachelor's
beyond the Master's level.

of the

degree, and none held degrees
The general content area of the
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highest degree held by the respondents, in order of highest
to lowest frequency of the top three areas, was education,
biological sciences, and home economics subject matter.
3.

The majority, 51 percent, of respondents were either county
Extension directors or county agents; a majority, 58 percent,
had been employed 10 years or less by the Florida Cooperative
Extension Service; and a majority, 63 percent, received an
Extension salary of $10,000 or more per year.

4.

The majority, 68 percent, of respondents were part-time coor
dinators; however, a majority, 52 percent, devoted 40 percent
or more of their time to 4-H coordinator duties.

5.

The respondents were geographically distributed among the
four Extension supervisory districts fairly evenly, and the
same condition prevailed, with little exception, among the
ten 4-H districts in the state.

4-H Leader Findings:
A statistically significant difference was found between the mean
understanding 4-H leaders believe they "Have" and the mean understanding
leaders believe they "Need" of the selected 4-H program functions listed
under "A" and "B" below.
A.

Leaders believe they have more understanding than they need of
the following:
1.

Specific role of the County Extension 4-H Coordinator in
supporting the Leaders' needs.
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B.

2.

Best way to quickly obtain the services of the County
Extension 4-H Coordinator when specific professional assist
ance is needed.

3.

Principle reasons behind the extensive use of projects in
the 4-H Program.

4.

Descriptions and requirements of the various projects avail
able to 4-H'ers.

5.

Principle reasons behind the extensive use of project record
books in the 4-H Program.

6.

How 4-H'ers may become eligible to participate in the
county 4-H camping program.

Leaders believe they need more understanding than they have of
the following:
1.

Purpose and function of the County Extension 4-H Advisory
Committee.

2.

Purpose and function of the State 4-H Staff in supporting
the county 4-H program.

3.

Purpose and function of the National 4-H Staff in supporting
the county 4-H program.

4.

Federal laws and regulations which protect the 4-H Program
from harmful exploitation.

5.

Financial needs for the effective operation of the county
4-H program.

6.

The role and effect of 4-H sponsors and donors in assisting
the county 4-H program.

7.

How to develop a new 4-H community club that will remain
active and meaningful.

8.

Ways and means of developing an effective sponsoring com
mittee for a 4-H community club.

9.

How to properly plan an effective 4-H Club program for maxi
mum results.

10.

Clever and effective methods for recruiting potential 4-H
members.
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11.

Modern educational techniques that can be used to good advan
tage in working with 4-H'ers on an individual and group
basis.

12. How 4-H Junior Leaders can be used to best advantage in
assisting the Leader.
13.

Effective methods and techniques for working with 4-H boys
and girls jointly.

14.

Effective methods and techniques for working with 4-H'ers
whose ages and interests vary considerably.

15.

Special methods and techniques for reaching low-income and
disadvantaged 4-H youth.

16.

Ways and means of keeping parents of 4-H'ers informed,
interested, and involved in their child's 4-H activities.

17.

Procedures recommended by the County Extension 4-H Coordina
tor for dealing with youth disciplinary problems which 4-H
Leaders may encounter.

18.

How to obtain a higher percentage of project completions
among 4-H’ers.

19.

Standards of perfection that the county record review com
mittee follows when judging 4-H project records.
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.

Standards of perfection that are followed in judging 4-H
project records in state competition.

21. Methods and techniques used by Extension to recognize 4-H'ers
for outstanding participation and achievement in the 4-H
Program.

22 .

Methods and techniques used by Extension to recognize Lead
ers for their service and outstanding participation in the
4-H Program.

23.

Methods Leaders may use to properly insure 4-H'ers who par
ticipate in certain 4-H activities and events where insur
ance is desirable.

24.

How 4-H'ers may become eligible to participate in state
sponsored 4-H camps featuring leadership-citizenship, horses,
conservation, automobile, electricity, and other specialty
areas.
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C.

25.

Ways of Incorporating citizenship-leadership values into 4-H
programs and activities.

26.

Purpose and function of the Florida 4-H Council which is com
posed of youth representatives from each Florida 4-H Dis
trict.

27.

The working relationship between the County 4-H Council and
the Florida 4-H Council.

28.

Purpose of the Florida 4-H Congress held annually at the
University of Florida.

29.

How Leaders and 4-H'ers become eligible to attend the Florida
4-H Congress.

30.

Purpose of the National 4-H Congress held annually in Chi
cago, Illinois.

31.

How a 4-H'er may become eligible to attend the National 4-H
Congress.

32.

Ways and means of involving 4-H'ers in the annual observance
of National 4-H Week.

33.

How a Leader may become eligible to attend the annual South
ern Region 4-H Leaders' Forum.

34.

Methods and techniques for utilizing local mass media (news
paper, television, radio) resources to good advantage.

35.

Sources of free visual aids (slides, movies, posters, charts,
etc.) for use in conducting special 4-H programs.

36.

How to use the annual 4-H Poster Contest as a clever
method of promoting creative self-expression.

37.

Practical and realistic "how to" ideas for conducting highly
successful 4-H programs and activities.

No statistically significant difference found in the following:
1.

The precise responsibilities and duties of the 4-H Organiza
tional Leader.

2.

Proper procedure for processing project record books for
competition in the county 4-H recognition program.
(Possibly
significant)
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3.

Fund raising opportunities that can be used to good advantage
by 4-H groups and individuals needing a money-making enter
prise.

4.

Descriptions and requirements of the various 4-H activities
and events available to 4-H'ers.

5.

Purpose and function of the County 4-H Council which is
usually composed of youth representatives from each 4-H Club
in the county.

6.

Availability and usefulness of the National 4-H News Magazine
for Leaders and 4-H'ers.

7.

Sources of free 4-H literature for use in providing useful
reference materials for 4-H'ers and Leaders.

Several additional considerations dealing with the leaders' con
ceptual role framework, personal characteristics, and other concerns
were an inherent part of the study, and the findings which were reported
in the preceding chapter are summarized under "A" and "B" below.
A.

The following considerations were found to be statistically sig
nificant at the .05 level of probability.
1.

The relationship between the leaders' mean definition of their
4-H Club role and the mean definition they believe coordina
tors have of the leaders' role.

2.

The difference between the leaders' conceptual framework of
what they believed the coordinators' perception was of the
leaders' 4-H Club role and the personal characteristic per
taining to the leaders' sex.

Male respondents had greater

proclivity toward conceptualization of the coordinators'
perception of the leaders' Club role than female respondents.
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3.

The difference between the score categories derived from the
leaders' perception of their understanding of the 4-H program
functions and the personal characteristics pertaining to
Florida 4-H leadership tenure and total 4-H leadership tenure
of the coordinators.

Leaders with low tenure in both of the

above cases had a lower have-need differential than leaders
with high tenure.
B.

The following considerations were not found to be statistically
significant at the .05 level of probability:
1.

The relationship between the leaders' mean definition of
their 4-H Club role and the general understanding they believe
they have of the 4-H program functions.

2.

The relationship between the leaders' mean definition

of

their 4-H Club role and the general understanding they believe
they need of the 4-H program functions.
3.

The relationship between the mean definition

leadersbelieve

coordinators have of the leaders' 4-H Club role and the gen
eral understanding leaders believe they have of the 4-H pro
gram functions.
4.

The relationship between the mean definition leaders believe
coordinators have of the leaders' 4-H Club role and the gen
eral understanding leaders believe they need of the 4-H pro
gram functions.

5.

The difference between the leaders' conceptual framework of
their 4-H Club role and selected personal characteristics
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of the leaders which included:

sex, age, education, income,

place of residence, children in home in 4-H, previous 4-H
membership, Florida 4-H leadership tenure, total 4-H leader
ship tenure, percentage of time doing 4-H work, 4-H district
locale, and Extension supervisory district locale.
6.

The difference between the leaders’ conceptual framework of
what they believed the coordinators' perception was of the
leaders' 4-H Club role and selected characteristics of the
leaders which included:

age, education, income, place of

residence, children in home in 4-H, previous 4-H membership,
Florida 4-H leadership tenure, total 4-H leadership tenure,
percentage of time doing 4-H work, 4-H district locale, and
Extension supervisory district locale.
7.

The difference between the score categories derived from the
leaders' perception of their understanding of the 4-H program
functions and the leaders' personal characteristics pertain
ing to the following:

sex, age, education, income, place of

residence, children in home in 4-H (possibly significant),
previous 4-H membership, percentage of time doing 4-H work,
4-H district locale, and Extension supervisory district locale.
The selected assortment of personal characteristics pertaining to
the 4-H leaders was utilized to further examine the nature of the lead
ers, and

the findings which were reflected in frequency and percentage

distributions in the previous chapter are summarized as follows:
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1.

The majority, 86 percent, of respondents were female; a
majority, 57 percent, were 39 years of age or less; and a
majority, 56 percent, had never been 4-H members.

2.

A large proportion, 44 percent, of the respondents had com
pleted educational grade levels beyond high school; a major
ity, 56 percent, lived in an open country environmental set
ting; and the majority, 54 percent, had a total household
income of over $10,000.

3.

The majority, 65 percent, of respondents devoted less than
20 percent of their community service time to 4-H leadership
functions, and a majority, 78 percent, of respondents had
children who were presently 4-H members.

4.

A majority, 72 percent, of respondents had 5 years or less of
Florida 4-H leader experience; 26 percent of the respondents
were first year leaders; and the majority, 71 percent, had
5 years or less of total 4-H leader experience.

5.

The respondents were geographically distributed among the four
Extension supervisory districts fairly proportionately, and
the same condition prevailed, with some exception, among the
ten 4-H districts in the state.

Combinative Coordinator-Leader Findings:
A statistically significant difference was found between the mean
understanding that 4-H coordinators believe 4-H leaders "Have" and the
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mean understanding that 4-H leaders "Have" of the selected 4-H program
functions listed under "A" and "B" below.
A.

Coordinators believe leaders have more understanding than the
leaders themselves believe they have of the following:
1.

B.

Purpose of the National 4-H Congress held annually in Chi
cago, Illinois.

Coordinators believe leaders have less understanding than the
leaders themselves believe they have of the following:
1.

Best way to quickly obtain the services of the County
Extension 4-H Coordinator when specific professional assist
ance is needed.

2.

Purpose and function of the State 4-H Staff in supporting
the county 4-H program.

3.

Purpose and function of the National 4-H Staff in supporting
the county 4-H program.

4.

Federal laws and regulations which protect the 4-H Program
from harmful exploitation.

5.

How to develop a new 4-H community club that will remain
active and meaningful.

6.

Ways and means of developing an effective sponsoring com
mittee for a 4-H community club.

7.

How to properly plan an effective 4-H Club program for maxi
mum results.

8.

Clever and effective methods for recruiting potential 4-H
members.

9.

Modern educational techniques that can be used to good advan
tage in working with 4-H'ers on an individual and group
basis.

10.

How 4-H Junior Leaders can be used to best advantage in
assisting the Leader.

11.

Effective methods and techniques for working with 4-H'ers
whose ages and interests vary considerably.
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C.

12.

Special methods and techniques for reaching low-income and.
disadvantaged 4-H youth..

13.

Principle reasons behind the extensive use of projects in
the 4-H Program.

14.

Descriptions and requirements of the various projects avail
able to 4-H'ers.

15.

Principle reasons behind the extensive use of project record
books in the 4-H Program.

16.

Proper procedure for processing project record books for
competition in the county 4-H recognition program.

17.

Ways of incorporating citizenship-leadership values into 4-H
programs and activities.

18.

Purpose and function of the County 4-H Council which is
usually composed of youth representatives from each 4-H Club
in the county.

19.

Purpose and function of the Florida 4-H Council which is com
posed of youth representatives from each Florida 4-H Dis
trict .

20.

How to use the annual 4-H Poster Contest as a clever method
of promoting creative self-expression.

No statistically significant difference found in the following:

1.

The precise responsibilities and duties of the 4-H Organiza
tional Leader.

2.

Specific role of the County Extension 4-H Coordinator in
supporting the Leaders' needs.
(Possibly significant)

3.

Purpose and function of the County Extension 4-H Advisory
Committee.

4.

Financial needs for the effective operation of the county
4-H program.

5.

The role and effect of 4-H sponsors and donors in assisting
the county 4-H program.

6.

Effective methods and techniques for working with 4-H boys
and girls jointly.
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7.

Ways and means of keeping parents of 4-H'ers informed,
interested, and involved in their child's 4-H activities.

8.

Procedures recommended by the County Extension 4-H Coordina
tor for dealing with youth disciplinary problems which 4-H
Leaders may encounter.

9.

How to obtain a higher percentage of project completions
among 4-H'ers.
(Possibly significant)

10.

Standards of perfection that the county record review com
mittee follows when judging 4-H project records.

11.

Standards of perfection that are followed in judging 4-H
project records in state competition.

12.

Methods and techniques used by Extension to recognize 4-H'ers
for outstanding participation and achievement in the 4-H
Program.

13.

Methods and techniques used by Extension to recognize Lead
ers for their service and outstanding participation in the
4-H Program.

14.

Fund raising opportunities that can be used to good advantage
by 4-H groups and individuals needing a money-making enter
prise.

15.

Descriptions and requirements of the various 4-H activities
and events available to 4-H'ers.

16.

Methods Leaders may use to properly insure 4-H'ers who par
ticipate in certain 4-H activities and events where insur
ance is desirable.

17.

How 4-H'ers may become eligible to participate in the
county 4-H camping program.

18.

How 4-H'ers may become eligible to participate in state
sponsored 4-H camps featuring leadership-citizenship, horses,
conservation, automobile, electricity, and other specialty
areas.

19.

The working relationship between the County 4-H Council and
the Florida 4-H Council.
(Possibly significant)

20.

Purpose of the Florida 4-H Congress held annually at the
University of Florida.
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21.

How Leaders and 4-H'ers become eligible to attend the Florida
4-H Congress.

22.

How a 4-H'er may become eligible to attend the National 4-H
Congress.

23.

Ways and means of involving 4-H'ers in the annual observance
of National 4-H Week.

24.

Availability and usefulness of the National 4-H News Magazine
for Leaders and 4-H'ers.

25.

How a Leader may become eligible to attend the annual South
ern Region 4-H Leaders' Forum.
(Possibly significant)

26.

Methods and techniques for utilizing local mass media (news
paper, television, radio) resources to good advantage.

27.

Sources of free visual aids ( s l i d e s , movies, posters, charts,
etc.) for use in conducting special 4-H programs.

28.

Sources of free 4-H literature for use in providing useful
reference materials for 4-H'ers and Leaders.
(Possibly sig
nificant)

29.

Practical and realistic "how to" ideas for conducting highly
successful 4-H programs and activities.
(Possibly signifi
cant)

A statistically significant difference was found between the mean
understanding that 4-H coordinators believe 4-H leaders "Need" and the
mean understanding that 4-H leaders "Need" of the selected 4-H program
functions listed under "A" below.
A.

Coordinators believe leaders need more understanding than the
leaders themselves believe they need of the following:
1.

The precise responsibilities and duties of the 4-H Organiza
tional Leader.

2.

Specific role of the County Extension 4-H Coordinator in
supporting the Leaders 1 needs.
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3.

Best way to quickly obtain the services of the County
Extension 4-H Coordinator when specific professional assist
ance is needed.

4.

Purpose and function of the County Extension 4-H Advisory
Committee.

5.

The role and effect of 4-H sponsors and donors in assisting
the county 4-H program.

6.

How to develop a new 4-H community club that will remain
active and meaningful.

7.

How to properly plan an effective 4-H Club program for maxi
mum results.

8.

Clever and effective methods for recruiting potential 4-H
members.

9.

Modern educational techniques that can be used to good advan
tage in working with 4-H'ers on an individual and group
basis.

10.

How 4-H Junior Leaders can be used to best advantage in
assisting the Leader.

11.

Effective methods and techniques for working with 4-H boys
and girls jointly.

12.

Effective methods and techniques for working with 4-H'ers
whose ages and interests vary considerably.

13.

Special methods and techniques for reaching low-income and
disadvantaged 4-H youth.

14.

Ways and means of keeping parents of 4-H'ers informed,
interested, and involved in their child's 4-H activities.

15.

Principle reasons behind the extensive use of projects in
the 4-H Program.

16.

Descriptions and requirements of the various projects avail
able to 4-H'ers.

17.

How to obtain a higher percentage of project completions
among 4-H'ers.

18.

Principle reasons behind the extensive use of project record
books in the 4-H Program.
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B.

19.

Methods and techniques used by Extension to recognize Lead
ers for their service and outstanding participation in the
4-H Program.

20.

How 4-H'ers may become eligible to participate in the
county 4-H camping program.

21.

Ways of incorporating citizenship-leadership values into 4-H
programs and activities.

22.

Ways and means of involving 4-H'ers in the annual observance
of National 4-H Week.

23.

Availability and usefulness of the National 4-H News Magazine
for Leaders and 4-H'ers.

24.

Methods and techniques for utilizing local mass media (news
paper, television, radio) resources to good advantage.

25.

Sources of free visual aids (slides, movies, posters, charts,
etc.) for use in conducting special 4-H programs.

26.

Sources of free 4-H literature for use in providing useful
reference materials for 4-H'ers and Leaders.

27.

Practical and realistic "how to" ideas for conducting highly
successful 4-H programs and activities.

No statistically significant difference found in:.the following:
1.

Purpose and function of the State 4-H Staff in supporting
the county 4-H program.

2.

Purpose and function of the National 4-H Staff in supporting
the county 4-H program.
(Possibly significant)

3.

Federal laws and regulations which protect the 4-H Program
from harmful exploitation.

4.

Financial needs for the effective operation of the county
4-H program.

5.

Ways and means of developing an effective isponsoring com
mittee for a 4-H community club.

6.

Procedures recommended by the County Extension 4-H Coordina
tor for dealing with youth disciplinary problems which 4-H
Leaders may encounter.
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7.

Proper procedure for processing project record books for
competition in the county 4-H recognition program.
(Possibly
significant)

8.

Standards of perfection that the county record review com
mittee follows when judging 4-H project records.

9.

Standards of perfection that are followed in judging 4-H
project records in state competition.

10.

Methods and techniques used by Extension to recognize 4-H'ers
for outstanding participation and achievement in the 4-H
Program.

11.

Fund raising opportunities that can be used to good advantage
by 4-H groups and individuals needing a money-making enter
prise.

12.

Descriptions and requirements of the various 4-H activities
and events available to 4-H'ers.
(Possibly significant)

13.

Methods Leaders may use to properly insure 4-H'ers who par
ticipate in certain 4-H activities and events where insur
ance is desirable.

14.

How 4-H'ers may become eligible to participate in state
sponsored 4-H camps featuring leadership-citizenship, horses,
conservation, automobile, electricity, and other specialty
areas.

15.

Purpose and function of the County 4-H Council which is
usually composed of youth representatives from each 4-H Club
in the county.
(Possibly significant)

16.

Purpose and function of the Florida 4-H Council which is com
posed of youth representatives from each Florida 4-H Dis
trict.

17.

The working relationship between the County 4-H Council and
the Florida 4-H Council.

18.

Purpose of the Florida 4-H Congress held annually at the
University of Florida.

19.

How Leaders and 4-H'ers become eligible to attend the Florida
4-H Congress.

20.

Purpose of the National 4-H Congress held annually in Chi
cago, Illinois.
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21.

How a 4-H'er may become eligible to attend the National 4-H
Congress.

22.

How a Leader may become eligible to attend the annual South
ern Region 4-H Leaders1 Forum.

23.

How to use the annual 4-H Poster Contest as a clever
method of promoting creative self-expression.

The considerations dealing with the 4-H coordinators' and 4-H
leaders' perception of their respective role in the 4-H Club and their
perception of each others1 respective role in the Club were an inherent
part of the study and are summarized under "A" and "B" below.
A.

The following consideration was found to be statistically signif
icant at the .05 level of probability:
1.

The difference between the coordinators' mean definition of
the leaders' perception of the coordinators' 4-H Club role
and the leaders' mean definition of the coordinators’ percep
tion of the leaders' Club role.

B.

The following consideration was not found to be statistically
significant at the .05 level of probability:
1.

The difference between the coordinators' mean definition of
the coordinators' 4-H Club role and the leaders' mean defini
tion of the leaders' Club role.

(Possibly significant)

Null Hypotheses Findings:
The disposition, i.e., to reject or fail to reject, of the three
null hypotheses that were summarily enumerated earlier in this chapter
was determined for each of the selected 4-H program functions in the
respective 4-H coordinator, 4-H leader, and combinative coordinator-
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leader sections of the study.

The frequency and percentage distribution

of the selected 4-H functions relative to the functions' respective null
hypotheses disposition is summarized by section under "A", "B", and "C"
below.
A.

Coordinator section

The null hypothesis of no statistically sig

nificant difference between the understanding coordinators
believe leaders have and the understanding they believe leaders
need of the 50 4-H program functions tested out as follows:
1.

Rejected in the case of 48 (96 percent) of the program func
tions.

2.

Failed to be rejected in the case of 2 (4 percent) of the
program functions.

B. Leader section

The null hypothesis of no statistically signifi

cant difference between the understanding leaders believe they
have and the understanding they believe they need of the 50 4-H
program functions tested out as follows:
1.

Rejected in the case of 43 (86 percent) of the program func
tions .

2.

Failed to be rejected in the case of 7 (14 percent) of the
program functions.

C.

Coordinator-leader section

The null hypothesis of no statisti

cally significant difference between the differential relation
ship in the understanding leaders have and need, and the under
standing coordinators believe leaders have and need of the 50 4-H
program functions tested out as follows:
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1.

Rejected in

the case of 21 (42 percent) of the program

func

tions under the "Have" differential shown in Table 38.
2.

Failed to be rejected in the case of 29 (58 percent) of the
program functions under the "Have" differential shown in
Table 38.

3.

Rejected in

the case of 27 (54 percent) of the program func

tions under the "Need" differential shown in Table 39.
4.

Failed to be rejected in the case of 23' (46 percent) of the
program functions under the "Need" differential shown in
Table 39.

Conclusions

The conclusions presented in this section have been divided into
three categories as follows:

conclusions regarding the 4-H coordinator;

conclusions regarding the 4-H leader; and combinative coordinator-leader
conclusions.

Conclusions Regarding 4-H Coordinators:
1.

There was a real difference between the understanding that
coordinators believed leaders had and the understanding they
believed leaders needed in the case of 96 percent of the
selected 4-H program functions.

The coordinators believed

the leaders needed more understanding than they believed the
leaders had in 98 percent of the above cases.
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2.

There was a true relationship between the coordinators' def
inition of their 4-H Club role and the definition they
believed leaders had of the coordinators' role.

The coordi

nators believed, and they felt the leaders also believed,
that leaders had responsibility for conducting most of the
total community 4-H Club program with some assistance pro
vided by the coordinator.
3.

The relationship between the coordinators' overall have-need
gap, as related to their perception of leader understanding,
and whether or not the coordinator had been a 4-H member,
was truly significant.

Further evidence indicated that coor

dinators who were former 4-H members exhibited less of an
inclination for have-need differential in their perception
of leader understanding.
4.

An examination of selected personal characteristics revealed
that the majority of coordinators:

were male and 39 years of

age or less; had been 4-H members; held a Bachelor's degree
as their highest degree; specialized in education, biological
sciences, or home economics subject matter; were either
county Extension directors or county Extension agents; had
been employed 10 years or less by the Florida Cooperative
Extension Service; received an annual Extension salary of
$10,000 or more; and were part-time coordinators who devoted
40 percent or more of their time to 4-H coordinator duties.
They were geographically distributed fairly evenly among
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four Extension supervisory districts and ten Extension 4-H
districts.
5.

Florida 4-H coordinators were aware that they participated in
a statewide study, conducted by the Florida Cooperative ExtenService in general and the Florida 4-H Department in partic
ular, that solicited their opinions regarding:

(1) certain

adult volunteer 4-H organizational leader considerations,
and (2) selected 4-H coordinator considerations.

Conclusions Regarding 4-H Leaders:
1.

There was a real difference between the understanding that
leaders believed they had and the understanding they believed
they needed in the case of 86 percent of the selected 4-H
program functions.

The leaders believed they needed more

understanding than they had in 86 percent of the above cases.
Therefore, the leaders needed more understanding of the pro
gram functions than they had in fewer cases than the coordi
nators thought they did.
2.

There was a true relationship between the leaders' definition
of their 4-H Club role and the definition they believed coor
dinators had of the leaders' role.

The leaders believed, and

they felt the coordinators also believed, that leaders had
responsibility for conducting most of the total community 4-H
Club program with some assistance provided by the coordinator.
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3.

The difference between the leaders1 sex and their conceptu
alization of the coordinators1 perception of the leaders1
4-H Club role was truly significant.

Further evidence indi

cated males had greater proclivity toward conceptualization
of the coordinators' perception of the leaders' Club role
than females.
4.

There was a real difference between the leaders' overall
have-need gap, as related to their understanding of the
program functions, and 4-H leadership tenure.

Leaders with

low 4-H leader tenure had a lower have-need gap than leaders
with high tenure.
5.

An examination of selected personal characteristics revealed
that the majority of leaders:

were female and 39 years of

age or less; had never been 4-H members; lived in an open
country setting; had a total household annual income of over
$10,000; devoted less than one-fifth of their community ser
vice time to 4-H leadership functions; had children who were
active 4-H members; and had 5 years or less of total 4-H
leader experience, both in and out of Florida.

They were

geographically distributed fairly evenly among four Extension
supervisory districts and ten Extension 4-H districts.
6.

The Florida 4-H leaders who participated in this study were
aware that the Florida Cooperative Extension Service in gen
eral, and the Florida 4-H Department in particular, conducted
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a statewide 4-H study which solicited their opinions regard
ing selected 4-H leader considerations.

Combinative Coordinator-Leader Conclusions:
1.

There was no real difference between the understanding that
coordinators believed leaders had and the understanding that
leaders themselves believed they had in the case of 58 per
cent of the selected 4-H program functions.

In the case of

the remaining functions, which were statistically significant,
the coordinators believed the leaders had less understanding
than the leaders themselves believed they had in 95 percent
of the cases.
2.

There was a real difference between the understanding that
coordinators believed leaders needed and the understanding
that leaders themselves believed they needed in the case of
54 percent of the selected 4-H program functions.

The coor

dinators believed the leaders needed more understanding than
the leaders themselves believed they needed of every function
in the above case.
3.

The coordinators' and leaders' respective 4-H Club role defi
nitions more closely agreed when each defined their own role
than when they tried to perceive how each would define the
others' role.

In both cases, the coordinators and leaders

closely agreed that the leader had responsibility for conduct
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ing most of the total community 4-H Club program with some
assistance provided by the coordinator.
4.

There was practically no agreement between the coordinators
and leaders regarding which 4-H program functions the leaders
had more of an understanding of than they needed.

However,

of the total functions that coordinators and leaders felt
leaders needed more understanding of than they had, there
was mutual agreement on three-fourths of the functions.

Recommendations

Based on the findings of this study and the conclusions which
were drawn, the following recommendations are presented for further con
sideration.
The Florida 4-H Department might consider more in-service train
ing for 4-H coordinators in an effort to develop more awareness that 4-H
organizational leaders are often better prepared to fill their leader
role than coordinators sometimes realize.
The Florida 4-H Department might consider more effective ways to
help provide adult volunteer 4-H organizational leaders with more under
standing of the following 4-H program functions which are listed in
descending order of felt need:
1.

Federal laws and regulations which protect the 4-H Program
from harmful exploitation.

2.

How a Leader may become eligible to attend the annual South
ern Region 4-H Leaders1 Forum.

163

3.

Ways and means of developing an effective sponsoring com
mittee for a 4-H community club.

4.

Standards of perfection that are followed in judging 4-H
project records in state competition.

5.

Purpose and function of the National 4-H Staff in supporting
the county 4-H program.

6.

The working relationship between the County 4-H Council and
the Florida 4-H Council.

7.

Practical and realistic "how to" ideas for conducting highly
successful 4-H programs and activities.

8.

Special methods and techniques for reaching low-income and
disadvantaged 4-H youth.

9.

Effective methods and techniques for working with 4-H'ers
whose ages and interests vary considerably.

10.

Purpose and function of the County Extension 4-H Advisory
Committee.

11.

Purpose of the National 4-H Congress held annually in Chi
cago, Illinois.

12.

M o d e m educational techniques that can be used to good advan
tage in working with 4-H'ers on an individual and group
basis.

13.

How to use the annual 4-H Poster Contest as a clever
method of promoting creative self-expression.

14.

Ways and means of keeping parents of 4-H'ers informed,
interested, and involved in their child's 4-H activities.

15.

Purpose and function of the State 4-H Staff in supporting
the county 4-H program.

16.

How a 4-H'er may become eligible to attend the National 4-H
Congress.

17.

How to obtain a higher percentage of project completions
among 4-H'ers.

18.

How Leaders and 4-H'ers become eligible to attend the Florida
4-H Congress.
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19.

20.

Procedures recommended by the County Extension.4-H Coordina
tor for dealing with youth disciplinary problems which 4-H
Leaders may encounter.
Financial needs for the effective operation of the county
4-H program.

21. Standards of perfection that the county record review com
mittee follows when judging 4-H project records.

22 .

Purpose and function of the Florida 4-H Council which is com
posed of youth representatives from each Florida 4-H Dis
trict .

23.

Effective methods and techniques for working with 4-H boys
and girls jointly.

24.

Ways of incorporating citizenship-leadership values into 4-H
programs and activities.

25.

Methods Leaders may use to properly insure 4-H'ers who par
ticipate in certain 4-H activities and events where insur
ance is desirable.

26.

Sources of free visual aids (slides, movies, posters, charts,
etc.) for use in conducting special 4-H programs.

27.

How to properly plan an effective 4-H Club program for maxi
mum results.

28.

Ways and means of involving 4-H'ers in the annual observance
of National 4-H Week.

29.

Purpose of the Florida 4-H Congress held annually at the
University of Florida.

30.

Methods and techniques used by Extension to recognize 4-H'ers
for outstanding participation and achievement in the 4-H
Program.

31.

Methods and techniques used by Extension to recognize Lead
ers for their service and outstanding participation in the
4-H Program.

32.

Methods and techniques for utilizing local mass media (news
paper, television, radio) resources to good advantage.

33.

How to develop a new 4-H community club that will remain
active and meaningful.
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34.

The role and effect of 4-H sponsors and donors in assisting
the county 4-H program.

35.

Clever and effective methods for recruiting potential 4-H
members.

36.

How 4-H’ers may become eligible to participate in state
sponsored 4-H camps featuring leadership-citizenship, horses,
conservation, automobile, electricity, and other specialty
areas.

37.

How 4-H Junior Leaders can be used to best advantage in
assisting the Leader.

This study suggests additional research to examine the symbiotic
relationship of Florida 4-H coordinators and 4-H leaders in terms of
synergistic effects that contribute to the achievement of mutual 4-H
program objectives.
Although this study revealed a close agreement between coordina
tors and leaders regarding certain aspects of their respective roles in
the community 4-H Club, additional research in this area is needed to
more clearly define the role framework of volunteer and professional
4-H youth development workers in Florida.

The coordinator's role as a

professional, and the leader's role as a volunteer, should be carefully
analyzed in the context of the environmental and operational framework
in which they collaborate.
The basic design of this study could also be utilized to examine
the understanding that other types of 4-H volunteer leaders, e.g., pro
ject, special interest, teen, etc., have and need of a multitude of
considerations relative to the 4-H program.

The design also lends

itself to a wide variety of other applications in many disciplines.
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APPENDIX A

2002 McCarty Hall
University of Florida
Gainesville, Florida 32601
May 2, 1972
TO:

All County 4-H Coordinators

SUBJECT:

Request for 4-H Organizational Leader Information

Tom Greenawalt is conducting a 4-H Coordinator and Adult Leader research
study while on leave from our State 4-H Department. The collection of
data needed for this study involves the use of mail questionnaires which
are being sent to all 4-H Coordinators and a random sample of 4-H
Organizational Leaders throughout Florida.
In order to develop the Leader sample, it is essential that he have the
names and mailing addresses of all 4-H Organizational Leaders in your
county.
These particular leaders are defined as volunteer adults who
work directly with 4-H members and who have responsibility for organiz
ing, planning, and conducting local 4-H programs.
(Same as those you
reported under item 11a. of the Annual 4-H Youth Development Enrollment
Report; Form ES-237.)
The attached sheet is for your convenience in forwarding the information
which will be handled in strict confidence. Please send this informa
tion as quickly as possible to: Tom Greenawalt, Assistant State 4-H
Agent, 829 Jennifer Jean Drive, Baton Rouge, La. 70808.
We feel this study will be very helpful in strengthening the Florida 4-H
Program.
Your cooperation and assistance in this matter will be greatly
appreciated.
Sincerely yours,
/s/ W. H. Smith

/s/ F. S. Perry

W. II. Smith, District Agent

F. S. Perry, District Agent

/s/ E. R. Wheaton

/s/ E. M. Kelly

E. R. Wheaton, District Agent

E. M. Kelly, District Agent

DA:Isp
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APPENDIX A - Continued

LIST OF 4-H ORGANIZATIONAL LEADERS'
NAMES AND ADDRESSES

Name of 4 -H Coordinator:_________________________________________________
County:
Send to:

_________________________________ Date:

_______________________

Tom Greenawalt, Assistant State 4-H Agent, 829 Jennifer Jean
Dr., Baton Rouge, La.
70808

ORGANIZATIONAL LEADERS

Name

Mailing Address
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APPENDIX B

4-H COORDINATOR QUESTIONNAIRE

SECTION I

Please place one number from the following scale of understanding in
each of the two squares beside each statement so that two numbers (they
may be the same or different) are recorded for each statement:
SCALE OF UNDERSTANDING

1
Intensive

2
Considerable

3
Some

4
Little

5
None

The (A) column of
squaresin the right-hand
margin below is for record
ing tffe degree of
understanding you believe
4-H organizational leaders
in your county now have regarding the material presented in each state
ment .
The (b ) column of
squaresin the right-hand
margin below is for record
ing thepresent degree of
understanding you believe 4-H organizational
leaders in your county need to have regarding the material presented in
each statement,.

Please remember, the material presented in these state
ments relates to various aspects of 4-H and should be
evaluated in terms of your frank opinion concerning
the degree of understanding of the materials that indi
viduals have and need to be effective 4-H organiza
tional leaders in your county.

1.

The precise responsibilities and duties of the 4-H
Organizational Leader.

2.

Specific role of the County Extension 4-H Coordi
nator in supporting the Leaders1 needs.

UNDERSTANDING
THEY
THEY
NEED
HAVE

©

®
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Degree of Understanding:
1 Intensive; 2 Considerable;
3 Some; 4 Little; 5 None

3.

Best way to quickly obtain the services of the
County Extension 4-H Coordinator when specific
professional assistance is needed.

4.

Purpose and function of the County Extension 4-H
Advisory Committee.

5.

Purpose and function of the State 4-H Staff in
supporting the county 4-H program.

6.

Purpose and function of the National 4-H Staff
in supporting the county 4-H program.

7.

Federal laws and regulations which protect the
4-H Program from harmful exploitation.

8.

Financial needs for the effective operation of
the county 4-H program.

9.

The role and effect of 4-H sponsors and dono'r’s
in assisting the county 4-H program.

10.

How to develop a new 4-H community club that will
remain active and meaningful.

11.

Ways and means of developing an effective spon
soring committee for a 4-H community club.

12.

How to properly plan an effective 4-H Club pro
gram for maximum results.

13.

Clever and effective methods for recruiting
potential 4-H members.

THEY
HAVE

THEY
NEED
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Degree of Understanding:
1 Intensive; 2 Considerable;
3 Some; 4 Little; 5 None

14.

Modern educational techniques that can be used
to good advantage in working with 4-H’ers on an
individual and group basis.

15.

How 4-H Junior Leaders can be used to best
advantage in assisting the Leader.

16.

Effective methods and techniques for working
with 4-H boys and girls jointly.

17.

Effective methods and techniques for working
with 4-H'ers whose ages and interests vary
considerably.

18.

Special methods and techniques for reaching
low-income and disadvantaged 4-H youth.

19.

Ways and means of keeping parents of 4-H'ers
informed, interested, and involved in their
child's 4-H activities.

20.

Procedures recommended by County Extension 4-H
Coordinator for dealing with youth disciplinary
problems which 4-H Leaders may encounter.

21.

Principle reasons behind the extensive use of
projects in the 4-H Program.

22.

Descriptions and requirements of the various
projects available to 4-H'ers.

23.

How to obtain a higher percentage of project
completions among 4-H'ers.

THEY
HAVE

THEY
NEED

•f

Degree of Understanding:
1 Intensive; 2 Considerable;
3 Some; 4 Little; 5 None

24.

Principle reasons behind the extensive use of
project record books in the 4-H Program.

25.

Proper procedure for processing project record
books for competition in the county 4-H recogni
tion program.

26.

Standards of perfection that the county record
review committee follows when judging 4-H project
records.

27.

Standards of perfection that are followed in
judging 4-H project records in state competition.

28.

Methods and techniques used by Extension to
recognize 4-H’ers for outstanding participation
and achievement in the 4-H Program.

29.

Methods and techniques used by Extension to
recognize Leaders for their service and out
standing participation in the 4-H Program.

30.

Fund raising opportunities that can be used to
good advantage by 4-H groups and individuals
needing a money-making enterprise.

31.

Descriptions and requirements of the various
4-H activities and events available to 4-H'ers.

32.

Methods Leaders may use to properly insure
4-H'ers who participate in certain 4-H activi
ties and events where insurance is desirable.

33.

How 4-H'ers may become eligible to participate
in the county 4-H camping program.
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THEY
HAVE

THEY
NEED
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Degree of Understanding:
1 Intensive; 2 Considerable;
3 Some; 4 Little; 5 None

34.

How 4-H'ers may become eligible to participate in
state sponsored 4-H camps featuring leadershipcitizenship, horses, conservation, automobile,
electricity, and other specialty areas.

35.

Ways of incorporating citizenship-leadership
values into 4-H programs and activities.

36.

Purpose and function of the County 4-H Council
which is usually composed of youth representa
tives from each 4-H Club in the county.

37.

Purpose and function of the Florida 4-H Council
which is composed of youth representatives from
each Florida 4-H District.

38.

The working relationship between the County 4-H
Council and the Florida 4-H Council.

39.

Purpose of the Florida 4-H Congress held annually
at the University of Florida.

40.

How Leaders and 4-H'ers become eligible to attend
the Florida 4-H Congress.

41.

Purpose of the National 4-H Congress held
annually in Chicago, Illinois.

42.

How a 4-H'er may become eligible to attend the
National 4-H Congress.

43.

Ways and means of involving 4-H'ers in the annual
observance of National 4-H Week.

THEY
HAVE

THEY
NEED
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Degree of Understanding:
1 Intensive; 2 Considerable;
3 Some; 4 Little; 5 None

44.

Availability and usefulness of the National 4-H
News Magazine for Leaders and 4 - H ’ers.

45.

How a Leader may become eligible to attend the
annual Southern Region 4-H Leaders' Forum.

46.

Methods and techniques for utilizing local mass
media (newspaper, television, radio) resources
to good 4-H advantage.

47.

Sources of free visual aids (slides, movies,
posters, charts, etc.) for use in conducting
special 4-H programs.

48.

Sources of free 4-H literature for use in pro
viding useful reference materials for 4-H'ers
and Leaders.

49.

How to use the annual 4-H Poster Contest as a
clever method of promoting creative selfexpression.

50.

Practical and realistic "how to" ideas for con
ducting highly successful 4-H programs and activi
ties.

THEY
HAVE

THEY
NEED
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SECTION II

The five statements below describe different kinds of roles which a
County 4-H Coordinator might have in relationship to the 4-H Organiza
tional Leader concerning the community 4-H Club. Please place a check
in the square beside the ONE statement that most nearly describes what
you consider to be the Coordinator's role in the community 4-H Club.
(Please check only one.)

1.

The Leader has complete responsibility to conduct the
total Club program with assistance from the Coordinator
if needed.

2.

The Leader has responsibility for conducting most of
the total Club program with some assistance provided by
the Coordinator.

3.

The Leader and Coordinator share about evenly responsi
bility for conducting the total Club program.

4.

The Leader has definite responsibility for conducting
some of the total Club program and receives much assis
tance from the Coordinator.

5.

The Leader has little responsibility for conducting the
total Club program but assists the Coordinator as
needed.

I—

Now we would like for you to consider the same five statements, but from
a different point of view. Please place a check in the square beside
the ONE statement which most nearly describes what you believe the
Leader feels the Coordinator's role is in the community 4-H Club.

1.

The Leader has complete responsibility to conduct the
total Club program with assistance from the Coordinator
if needed.

2.

The Leader has responsibility for conducting most of
the total Club program with some assistance provided
by the Coordinator.

3.

The Leader and Coordinator share about evenly responsi
bility for conducting the total Club program.
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4.

The Leader has definite responsibility for conducting
some of the total Club program and receives much
assistance from the Coordinator.

5.

The Leader has little responsibility for conducting
the total Club program but assists the Coordinator
as needed.

SECTION III

The following are questions about yourself. Please read each question
carefully and place the number which corresponds to your answer in the
square beside the question.

1.

Sex
1 Male

2.

_____
2 Female

Age at last birthday?
1^ Under 20 years
2_ 20-24 years
3^ 25-29 years

3.

Have you ever been a 4-H member?
1 Yes

4.

4^ 30-39 years
5^ 40-49 years
j6 50 years or more

2 No

What is the highest academic degree you now hold?
1^ Bachelor Degree
2^ Master's Degree

_3 Doctorate Degree
4_ Other (specify) ___________
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5.

Indicate the general content area in which your highest
degree was earned.
_1 Physical Sciences (chemistry, physics, mathematics,
etc.)
2_ Biological Sciences (botany, zoology, biology, bacte
riology, soil and plant sciences, animal sciences,
etc.)
Social Sciences (sociology, psychology, history,
anthropology, journalism, economics, etc.)
4_ Education (elementary, secondary, agricultural, home
economics, extension, adult, etc.)
_5 Home Economics subject matter (foods and nutrition,
clothing, textiles, etc.)
Other (specify) _______________________________________

6.

How many years have you been employed with the Florida
Cooperative Extension Service?
(Count over 6 months as
a full year)
_1
2^
J3
4

7.

5 years or less
6-10 years
11-15 years
16-20 years

_5 21-25 years
6^ 26-30 years
]_ 31-35 years
8^ Over 35 years

What position do you currently hold with the Extension
Service?
1 County Extension Director
2_ Extension Agent

_3 Extension Agent (Multi-County)
4^ Extension Home Economics Agent (Program Leader)
5 Extension Home Economics Agent

What is your present total Extension salary?
including travel)
1

Under $8,000
$ 8 ,000-$8,999
_3 $9,000-$9,999
k_ $10,00Q~$10,999
2

_5 $1 1 ,000-$ll,999
6. $12,000-$12,999
]_ $13,000-$13,999
£ $14,000 or more

(Not
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9.

Arc you a full-time or part-time 4-H Coordinator?
1 Full-time

10.

2 Fart-time

Within what Extension Supervisory District is your
office located?
_1 West Florida
2^ West Coast Florida
Central Florida
4 East Coast Florida

11.

In which Florida 4-H District is your office located?
_1 Escambia, Santa Rosa, Okaloosa, Walton
2^ Bay, Calhoun, Franklin, Gulf, Holmes, Jackson,
Liberty, Washington
3^ Gadsden, Jefferson, Leon, Madison, Taylor, Wakulla
j4 Columbia, Dixie, Hamilton, Lafayette, Suwannee, Union
5_ Baker, Bradford, Clay, Duval, Flagler, Nassau, Putnam,
St. Johns
Alachua, Gilchrist, Levy, Citrus, Marion, Sumter
]_.Brevard, Lake, Orange, Osceola, Seminole, Volusia

8^ Hernando, Hillsborough, Manatee, Pasco, Pinellas,
Polk, Sarasota
9_ Charlotte, Collier, DeSoto, Glades, Hardee, Hendry,

Highlands, Lee
10 Broward, Dade, Indian River, Martin, Okeechobee,
Palm Beach, St. Lucie
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1.2.

What percent of your official Extension, time do you
spend conducting 4-H Coordinator duties?
0-9%
10-19%
20-29%
30-39%
40-49%

6. 50-59%
]_ 60-69%

8 70-79%
9_ 80-89%

10 90-100%
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APPENDIX C

4-H LEADER QUESTIONNAIRE

SECTION I

Please place one number from the following scale of understanding in
each of the two squares beside each statement so that two numbers (they
may be the same or different) are recorded for each statement:
SCALE OF UNDERSTANDING

1
Intensive

2
Considerable

3
Some

4
Little

5
None

The ©
column of squares in the right-hand margin below is for record
ing the degree of understanding you, as a 4-H Leader, feel you now have
regarding the material presented in each statement.
The Uj) column of squares in the right-hand margin below is for record
ing tKe present degree of understanding you, as a 4-H Leader, feel you
need to have regarding the material presented in each statement.

Please remember, the material presented in these state ments relates to various aspects of 4-H and should be
evaluated in terms of your frank opinion concerning
the degree of understanding of the material you have
and need in order to be an effective 4-H Leader.

1.

The precise responsibilities and duties of the 4-H
Organizational Leader.

2.

Specific role of the County Extension 4-H Coordi
nator in supporting the Leaders' needs.

UNDERSTANDING
YOU
YOU
HAVE
NEED
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Degree of Understanding:
1 Intensive; 2 Considerable;
3 Some; 4 Little; 5 None

3.

Best way to quickly obtain the services of the
County Extension 4-H Coordinator when specific
professional assistance is needed.

4.

Purpose and function of the County Extension 4-H
Advisory Committee.

5.

Purpose and function of the State 4-H Staff in
supporting the county 4-H program.

6.

Purpose and function of the National 4-H Staff
in supporting the county 4-H program.

7.

Federal laws and regulations which protect the
4-H Program from harmful exploitation.

8.

Financial needs for the effective operation of
the county 4-H program.

9.

The role and effect of 4-H sponsors and donors
in assisting the county 4-H program.

10.

How to develop a new 4-H community club that will
remain active and meaningful.

11.

Ways and means of developing an effective spon
soring committee for a 4-H community club.

12.

How to properly plan an effective 4-H club pro
gram for maximum results.

13.

Clever and effective methods for recruiting
potential 4-H members.

YOU
HAVE

YOU
NEED
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Degree of Understanding:
1 Intensive; 2 Considerable;
3 Some; 4 Little; 5 None

14.

Modern educational techniques that can be used
to good advantage in working with 4-H'ers on an
individual and group basis.

15.

How 4-H Junior Leaders can be used to best
advantage in assisting the Leader.

16.

Effective methods and techniques for working
with 4-H boys and girls jointly.

17.

Effective methods and techniques for working.
with 4-H'ers whose ages and interests vary con
siderably.

18.

Special methods and techniques for reaching lowincome and disadvantaged 4-H youth.

19.

Ways and means of keeping parents of 4- H ’ers
informed, interested, and involved in their
child1s 4-H activities.

20.

Procedures recommended by County Extension 4-H
Coordinator for dealing with yohth disciplinary
problems which 4-H Leaders may encounter.

21.

Principle reasons behind the extensive use of
projects in the 4-H Program.

22.

Descriptions and requirements of the various
projects available to 4-H'ers.

23.

How to obtain a higher percentage of project
completions among 4-H'ers.

YOU
HAVE

YOU
NEED
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Degree of Understanding:
1 Intensive; 2 Considerable;
3 Some; 4 Little; 5 None

24.

Principle reasons behind the extensive use of
project record books in the 4-H Program.

25.

Proper procedure for processing project record
books for competition in the county 4-H recogni
tion program.

26.

Standards of perfection that the county record
review committee follows when judging 4-H project
records.

27.

Standards of perfection that are followed in
judging 4-H project records in state competition.

28.

Methods and techniques used by Extension to
recognize 4-H'ers for outstanding participation
and achievement in the 4-H Program.

29.

Methods and techniques used by Extension to
recognize Leaders for their service and outstand
ing participation in the 4-H Program.

30.

Fund raising opportunities that can be used to
good advantage by 4-H groups and individuals
needing a money-making enterprise.

31.

Descriptions and requirements of the various
4-H activities and events available to 4-H'ers.

32.

Methods Leaders may use to properly insure 4-H'ers
who participate in certain 4-H activities and
events where insurance is desirable.

33.

How 4-H'ers may become eligible to participate in
the county 4-H camping program.

YOU
HAVE

YOU
NEED
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Degree of Understanding:
1 Intensive; 2 Considerable;
3 Some; 4 Little; 5 None

34.

How 4-H'ers may become eligible to participate in
state sponsored 4-H camps featuring leadershipcitizenship, horses, conservation, automobile,
electricity, and other specialty areas.

35.

Ways of incorporating citizenship-leadership
values into 4-H programs and activities.

36.

Purpose and function of the County 4-H Council
which is usually composed of youth representa
tives from each 4-H Club in the county.

37.

Purpose and function of the Florida 4-H Council
which is composed of youth representatives from
each Florida 4-H District.

38.

The working relationship between the County 4-H
Council and the Florida 4-H Council.

39.

Purpose of the Florida 4-H Congress held
annually at the University of Florida.

40.

How Leaders and 4-H'ers become eligible to attend
the Florida 4-H Congress.

41.

Purpose of the National 4-H Congress held
annually in Chicago, Illinois.

42.

How a 4-H'er may become eligible to attend the
National 4-H Congress.

43.

Ways and means of involving 4-H'ers in the annual
observance of National 4-H Week.

YOU
HAVE

YOU
NEED
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Degree of Understanding:
1 Intensive; 2 Considerable;
3 Some; 4 Little; 5 None

44.

Availability and usefulness of the National 4-H
News Magazine for Leaders and 4 - H ’ers.

45.

How a leader may become eligible to attend the
annual Southern Region 4-H Leaders' Forum.

46.

Methods and techniques for utilizing local mass
media (newspaper, television, radio) resources
to good 4-H advantage.

47.

Sources of free visual aids (slides, movies,
posters, charts, etc.) for use in conducting
special 4-H programs.

48.

Sources of free 4-H literature for use in provid
ing useful reference materials for 4-H’ers and
Leaders.

49.

How to use the annual 4-H Poster Contest as a
clever method of promoting creative selfexpression.

50.

Practical and realistic "how to" ideas for con
ducting highly successful 4-H programs and activ
ities .

YOU
HAVE

YOU
NEED
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SECTION II

The five statements below describe different kinds of roles which a 4-H
Organizational Leader might have in relationship to the County 4-H Coor
dinator (4-H Agent) concerning the community 4-H Club. Please place a
check in the square beside the ONE statement that most nearly describes
what you consider to be your role in the 4-H Club with which you work.
(Please check only one.)

1.

The Leader has complete responsibility to conduct the
total Club program with assistance from the Coordinator
if needed.

----

2.

The Leader has responsibility for conducting most of
the total Club program with some assistance provided by
the Coordinator.------------------------------------------------- ----

3.

The Leader and Coordinator share about evenly responsi
bility for conducting the total Club program.

4.

The Leader has definite responsibility for conducting
some of the total Club program and receives much assis
tance from the Coordinator.

5.

The Leader has little responsibility for conducting the
total Club program but assists the Coordinator as
needed.

Now we would like
a different point
the ONE statement
Coordinator feels

for you to consider the same five statements, but from
of view. Please place a check in the square beside
which most nearly describes what you believe the
is your role in the community 4-H Club.

1.

The Leader has complete responsibility to conduct the
total Club program with assistance from the Coordinator
if needed.

2.

The Leader has responsibility for conducting most of
the total Club program with some assistance provided by
the Coordinator.

3.

The Leader and Coordinator share about evenly responsi
bility for conducting the total Club program.
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The Leader has definite responsibility for conducting
some of the total Club program and receives much assis
tance from the Coordinator.
5.

The Leader has little responsibility for conducting the
total Club program but assists the Coordinator as
needed.

SECTION III

The following are questions about yourself. Please read each question
carefully and place the number which corresponds to your answer in the
square beside the question.

1.

Sex
1 Male

2 Female

Age at last birthday?
1^ 20-24 years
25-29 years
3 30-39 years

3.

4^ 40-49 years
5^ 50-59 years
6^ 60 years or over

What is the highest grade you completed in school?
Elementary
1^ 1st to 4th
2_ 5th to 6th
7th to 8th

School
grade
grade
grade

College
6 1 to 3 years
1_ 4 years (graduated)
j3 More (post-graduate)

High School
4 1 to 3 years
5^ 4 years

Please indicate which of the following is nearest the
total net income of your household.
1 Less than $2,000
2 $ 2 ,000-$3,999

3 $4,000-$5,999

4 $ 6 ,000-$7,999
5_ $8,000-$9,999
§_ $10,000 or over
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5.

Where is your place of residence?
_1 Open country farm or ranch
2_ Open country, no farm or ranch
J3 Town or community of under 10,000 population
4^ Town or city of 10,000 to 50,000 population
J> Suburb of city of over 50,000 population
6^ Central city of over 50,000 population

6.

Do you have any children living at home who are 4-H
members?
1 Yes

7.

Have you ever been a 4-H member?
1 Yes

8.

2 No

Including this current 4-H year, how many years have
you been a Florida 4-H Leader?
1_
2^
3_
4_

9.

2 No

0-1 year
2-5 years
6-10 years
11-15 years

How many total years of 4-H adult leadership experience
do you have?
(Including work in other states and
foreign countries)
1_ 0-1 year
2-5 years
_3 6-10 years
4. 11-15 years

10.

5. 16-20 years
6^ 21-25 years
_7 26-30 years
Over 30 years

5^ 16-20 years
6^ 21-25 years
1_ 26-30 years
8^ Over 30 years

Approximately what percent of your community service
time is devoted to leadership functions with the
Florida 4-H Program?
1 0-9%
2 10-19%
3_ 20-29%
4. 30-39%
5 40-49%

6. 50-59%
]_ 60-69%

8.70-79%
9. 80-89%
10 90-100%
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11.

Within what Florida 4-H District is the county where
you do all or most of your 4-H leader work located?
1^ Escambia, Santa Rosa, Okaloosa, Walton
2^ Bay, Calhoun, Franklin, Gulf, Holmes, Jackson,
Liberty, Washington
_3_ Gadsden, Jefferson, Leon, Madison, Taylor, Wakulla
k_ Columbia, Dixie, Hamilton, Lafayette, Suwannee, Union

_5 Baker, Bradford, Clay, Duval, Flagler, Nassau, Putnam,
St. Johns
6^ Alachua, Gilchrist, Levy, Citrus, Marion, Sumter
1_ Brevard, Lake, Orange, Osceola, Seminole, Volusia

J3 Hernando, Hillsborough, Manatee, Pasco, Pinellas,
Polk, Sarasota
9_ Charlotte, Collier, DeSoto, Glades, Hardee, Hendry,
Highlands, Lee
10 Broward, Dade, Indian River, Martin, Okeechobee, Palm
Beach, St. Lucie
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12.

Within what Florida Extension Supervisory District is
the county in which you reside located?
jL West Florida District: Bay, Calhoun, Escambia,
Franklin, Gadsden, Gulf, Holmes, Jackson, Jefferson,
Leon, Liberty, Okaloosa, Santa Rosa, Taylor, Wakulla,
Walton, Washington
2_ West Coast Florida District:

Charlotte, Citrus,
Dixie, Gilchrist, Hamilton, Hernando, Hillsborough,
Lafayette, Lee, Levy, Madison, Manatee, Pasco,
Pinellas, Sarasota, Suwannee

J3 Central Florida District: Alachua, Baker, Bradford,
Collier, Columbia, DeSoto, Glades, Hardee, Hendry,
Highlands, Lake, Marion, Orange, Osceola, Polk,
Sumter, Union
4_ East Coast Florida District: Brevard, Broward, Clay,
Dade, Duval, Flagler, Indian River, Martin, Nassau,
Okeechobee, Palm Beach, Putnam, St. Johns, St. Lucie,
Seminole, Volusia
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APPENDIX D

2029 McCarty Hall
University of Florida
Gainesville, Florida 32601
May 22, 1972

Dear 4-H Coordinator:
The enclosed questionnaire is part of a research study that is being
conducted to obtain a more precise understanding of the 4-H related
needs, interests, and problems of Florida 4-H Coordinators and Adult
Volunteer Leaders.
The information obtained will be extremely useful in
the development of more effective present and future 4-H programs.
The information you provide will be regarded as confidential and not
identified in a specific way. A summary of the group findings relating
to Coordinators, and also group data from randomly selected 4-H Organi
zational Leaders, will be released for use by the Florida Cooperative
Extension Service.
The following instructions will provide some essential guidelines for
completing the questionnaire:
1.Please complete all parts of the enclosed

questionnaire.

2.

This is nota scored examination in which there are "right" or
"wrong" answers, so please give your frank opinion at all times.

3.

Upon completing the questionnaire, please recheck to make sure
all questions have been answered.

4.

Please return the completed questionnaire, as soon as possible,
in the enclosed self-addressed envelope. This step is vital to
the success of the study.

Finally, it is important to remember that the questions about leaders in
this survey refer to the 4-H Organizational Leader only. They are
defined
as volunteer adults who work directly with 4-H members and who
have responsibility along with the members for organizing, planning, and
conducting local 4-H programs.
(Same as those reported under item 11a.
of the Annual 4-H Youth Development Enrollment Report; Form ES-237.)
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APPENDIX D - Continued

Thank you very much for your time and effort in cooperation with this
study.
Sincerely,
Is) T. C. Greenawalt

T. C. Greenawalt
Assistant State 4-H Agent
TCG:eg
Enclosure
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APPENDIX E

2029 McCarty Hall
University of Florida
Gainesville, Florida 32601
May 22, 1972

Dear 4-H Leader:
The Florida Cooperative Extension Service is well aware of the truly
outstanding performance that 4-H Adult Volunteer Leaders continuously
provide in support of the State 4-H Program. We are anxious to obtain
a more precise understanding of our 4-H Leaders and have developed a
study that we trust will be mutually beneficial to members, leaders,
and agents.
The purpose of this study is to further identify some of the related
needs, interests, and problems of 4-H Leaders. This is the first state
wide study of 4-H Leaders ever conducted in Florida, so the information
obtained will be extremely useful in the development of more effective
present and future 4-H programs.
You have been randomly selected by the State 4-H Office, along with sev
eral other 4-H Leaders from throughout Florida, and invited to partici
pate in this study. The information you provide will be regarded as
confidential and not identified in a specific way.
The following instructions will provide some essential guidelines for
completing your important contribution to this study:
1.

Please complete all parts of the enclosed questionnaire.

2.

This is not a scored examination in which there are "right" or
"wrong" answers, so please give your frank opinion at all times.

3.

Upon completing the questionnaire, please recheck to make sure
all questions have been answered.

4.

Please return the completed questionnaire, as soon as possible,
in the enclosed self-addressed envelope. This step is vital to
the success of the study.
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APPENDIX E - Continued

Thank you very much for your cooperation, and best wishes for your con
tinued success in helping 4-H "To Make The Best Better."
Sincerely,
/s/ T. C. Greenawalt
T. C. Greenawalt
Assistant State 4-H Agent
T C G :eg
Enclosure
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APPENDIX F

2029 McCarty Hall
University of Florida
Gainesville, Florida 32601
June 2, 1972
Dear 4-H Coordinator:
This is an important reminder regarding the 4-H Coordinator Question
naire which was mailed to you recently.
We trust that you have already completed the Questionnaire and mailed
it back to the State 4-H Office at the University of Florida.
If you have not, please do so by June 9th because the success of this
study depends primarily on your opinion which will be expressed through
the Questionnaire.
We need your help!
Thank you for assisting this study, and best wishes for a pleasant
summer.
Sincerely,
/s/ T. C. Greenawalt
T. C. Greenawalt
Assistant State 4-H Agent
T C G :eg
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APPENDIX G

2029 McCarty Hall
University of Florida
Gainesville, Florida 32601
June 2, 1972
Dear 4-H Leader:
This is an important reminder regarding the 4-H Leader Questionnaire
which was mailed to you recently.
We trust that you have already completed the Questionnaire and mailed
it back to the State 4-H Office at the University of Florida.
If you have not, please do so by June 9th because the success of this
study depends primarily on your opinion which will be expressed through
the Questionnaire.
We need your help!
Thank you for assisting this study, and best wishes for a pleasant
summer.
Sincerely,
/s/ T. C. Greenawalt
T. C. Greenawalt
Assistant State 4-H Agent
T C G :eg

AUTOBIOGRAPHY

Thomas Charles Greenawalt was born on June 27, 1935, in Pitts
burgh, Pennsylvania.

He is the son of Charles E. Greenawalt and Lora

Lee Greenawalt.
The first years of his life were spent in an urban surrounding
until the Greenawalt family ventured south in 1945 and eventually
settled in the rural area of Plant City, Florida.
As a youth he participated in a variety of farm activities, was
active in several youth organizations, and developed a fond appreciation
for the natural beauty of the wilderness.

He was graduated from Plant

City High School in 1954 and entered the University of Florida to pursue
a degree in agricultural engineering.
He entered the United States Army in 1956 and was assigned to the
Port of Whittier, Alaska, while serving two years on active duty.

While

in Alaska, he was married to the former Earlece Delores Ford of Plant
City, Florida.

Following the completion of his military service, he

reentered the University of Florida and in 1961, received a degree of
Bachelor of Science in Agriculture.
Following a program of graduate study at the University of Flor
ida, he was appointed Assistant County Agent with the Florida Coopera
tive Extension Service in Manatee County on March 1, 1962.
marily responsible for coordinating the county 4-H program.

He was pri
During this

time he completed a Master of Agriculture Degree in 1965, and was desig
nated Associate County Agent.
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In September 1966, he was appointed Assistant State 4-H Agent
with the State 4-H Department at the University of Florida.

His assign

ments covered a wide variety of 4-H responsibilities which included
supervision of the state 4-H adult volunteer leader program.
Upon receiving a faculty development grant in 1971 from the
Institute of Food and Agricultural Sciences, University of Florida, he
enrolled at Louisiana State University to begin graduate study for the
degree of Doctor of Education in Extension Education.

He was a recip

ient of the Mary Ida Fortson Sanders Fellowship, Department of Extension
Education, Louisiana State University.

In August 1972, he returned to

the State 4-H Department at the University of Florida.
He is a member of Epsilon Sigma Phi and Phi Delta Kappa, and
resides in Gainesville, Florida, with his wife and two daughters,
Deborah Louise and Karen Lee.

